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AGREEMENT 
between 
CITY OF OLEAN, NEW YORK 
and 
R&CiiIVED
 
NVS PUBlIC EMPLOYMENT
 
RELATIONS BO,Um 
dUN 262009 
ADMINISTRAllv.'t 
COMMAND UNIT OF
 
OLEAN POLICE LOCAL 967C
 
AND
 
NEW YORK STATE LAW ENFORCEMENT
 
OFFICERS UNION, COUNCIL 82
 
of the 
AMERlCAN FEDERATION OF
 
STATE, COUNTY AND MUNICIPAL
 
EMPLOYEES, AFL-CIO
 
NOTICE: IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF 
THIS AGREEMENT REQUIRING LEGISLATIVE ACTION BY AMENDMENT OF LAW 
OR BY PROVIDING THE ADDITIONAL FUNDS THEREFORE, SHALL NOT BECOME 
EFFECTIVE UNTIL THE APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL 
Begins: June 1, 2007 
Ends: May 31, 2010 
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WHEREAS. the CITY OF OLEAN. NEW YORK (hereinafter called 
"Employer"), acting pursuant to the Public Employees' fair employment La"\! (Article 14 or the 
Civil Service Law) has recognized the COMMAND UNIT OF OLEAN POLICE LOCAL 967C 
ami NEW YORK STATE LAW EN1"ORCEME:--.JT OFfiCERS l'NIO~, COUNCIL 82 of the 
AMERICAN FEDFRATION OF MUNICIPAL, COUNTY AND STAlE EMPLOYEES. i\FL­
CIO (hereinalter called "Union") as the exclusive representative. for the purposes of negotiating 
collectively in the determination of, and administration of grievances arising under the terms and 
conditions of employment of the employees in the negotiating unit hereinafter described: and 
WHEREAS, the Employer and the Union desire to promote hannonious relations 
bct\\'ecn them. establish an equitable and peaceful procedure for the resolution of dit1erences. 
and establish the tenns and conditions of employment of the employees in the negotiating unit 
hereinaHer described: 
NOW, THEREFORE, the Employer and the Union agree as follows: 
ARTICLE 1. GENER<\L 
Section 1.1	 Recognition and Coveralle 
1.1. I. Negotiating Unit: 
The Employer continues to recognize the Union as the sole and exclusive representative 
for purposes of negotiating collectively in the detennination of the rates of pay, terms and 
condi tions of employment of the employees in the following single negotiating unit: 
Included:	 All sergeants, lieutenants and captains in the Olean 
Police Department, 
Excluded:	 All other employees in the Olean Police Department 
and all other employees of the City of Olean. 
1.1.2. Agreement Coverage: 
This Agreement covers each person who is, at any given time, an incLlmbent (including a 
probationary incumbent) in the ranks of sergeant lieutenant and captain in the Olean 
Police Department. 
Section 1.2	 Term and Ne£otiation of Successor Agreement 
1.2,1. Term of A2reement: 
The term of this Agreement begins at 12:01 a.m. on the date the parties execute this 
Agreement as set forth under the heading "SUBSCRlPTION" hereof or on June I, 2007 
whichever is the later and continues until midnight on May 31. 2010. 
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1.2.2.	 Effective Date of Provisions: 
Each provision of this Agreement goes into effect when the term begins. and goes out of 
effect when the term ends, except when this Agreement or an amendment to this 
Agreement agreed upon by the parties says otherwise. 
1.2.3.	 Official Notice ofNel!otiation: 
If either party desires to modify this Agreement it shall give official notice to the other 
party not later than January Ist of the final fiscal year of this Agreement. The parties will 
exchange proposals by mail on a mutually ugreeablc date in April. Collective 
negotiations shall begin on a mutually agreeable date in May. 
1.2.4.	 Successive Terms: 
JI' official notice of modification has not been given, this Agreement shall continue for 
successive terms of twelve (12) months each, unless either pany gives official notice of 
modification to the other party not later than January I of any successive term. Collective 
negotiations shall begin not later than May 1 of any such sllccessi ve term. 
1.2.5.	 Termination: 
If onicial notice of modification has been given during the term of this Agreement (or 
during a successive term thereof. as the case may be), the term of this Agreement shall 
continue until the earlier of either: 
(1)	 The tenth (lOth) day following the day on which one party gives official notice to 
the other party that it desires to terminate this Agreement provided that such 
notice is given not earlier than ten (10) days prior to May 31; or 
(2)	 The day on which the parties agree that the term of a modified agreement shall 
begin. 
1.2.6.	 Extension of Time Limits: 
The parties. by mutual consent. may extend any time limit set forth in Section 1.2 of this 
Agreement. provided that any such extension must be evidenced by a written 
memorandum signed by both parties. Consent to an extension must not be withheld 
unreasonably. 
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Section	 1.3 Amendments and Waivers 
1.3.1.	 ~/ritt~n ,,\mendmenU;~ 
No provision of this Agreement may be deleted or changed. and no prOVIsIon may be 
added	 to this Agreement. by implication or by any other means except a written 
amendment to this Agreement signed by each party. 
1.3.2.	 Amendments Proposed: 
During the tcrm of this Agreement, either party may propose that this Agreement be 
amended. but the other party is not obligated to negotiate or to agree to any proposed 
amendment. 
1.3.3.	 Waiv'er of Provisions: 
Nt.) provision of this ,\greement may be vvai-ved by implicatil)l1 or by any other means 
except a written document signed by each party. 
Section] .4 Interpretation 
IA.I. Intcrpretation of Rules: 
Except when this Agreement says otherwise. the following mles apply in interpreting this
 
Agreement:
 
(] ) A word used in one gender applies also in the other gender.
 
(2)	 A word used in the singular number applies also in the plural.
 
(3)	 This Agreement speaks as of the time it is being applied.
 
(4)	 Each provision of this Agreement is severable from every other provision.
 
(5)	 Language in this Agreement is constmed as strictly against one party as against 
any other. It is immaterial whieh party suggested it. 
(6)	 Each lettered appendix referred to in this Agreement (for example. "Appendix A") 
is a part of this Agreement and is incorporated in this Agreement by reference. 
] .4.2.	 Definitions: 
Except when this Agreement says otherwise, the following definitions apply m 
interpreting this Agreement: 
(l)	 "Employee" means a person covered by this Agreement. 
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C)	 "Party" means the Union or the Employer. 
(3)	 "Parties" means the Union and the Lmployer. 
(-+)	 "Agreement" means this Agreement. all appendices referred to in this Agreement, 
and all amendments to this Agreement. 
(5)	 "Hourly rate" means an employee's annual salary (including longevity increment. 
if any) divided by 2080. 
1.4.3.	 Conflict of Law: 
No provision of this Agreement shall be interpreted so as to be In conflict '"vith any 
provision of law. 
1.4.4.	 Citation of Laws. Rules or Regulations: 
Unless this Agreement says otherwise. any proVISion of this Agreement which cites a 
1<1\\. rule or regulation mandated by higher authority is intended to be and shall be 
interpreted as being only a descriptive summary of such law, rule or regulation. With 
respect to the subject matter of any such provision of this Agreement. it is the intention of 
the parties that the provisions of the cited law, rule or regulation shall control, unless this 
Agreement says otherwise. 
Section 1.5 Legal Effect 
1.5.1.	 Acts Prohibited bv Law: 
If this Agreement requires a party or a person to do anything that is prohibited by Jaw, the 
obligation is invalid, but all other obligations imposed by this Agreement remain valid. 
1.5.2.	 Past Practice: 
Unless this Agreement says otherwise, neither party IS required to continue any past 
practice. 
1.5.3.	 Complete Agreement: 
This Agreement is complete and contains all the provisions agreed to by the parties in 
negotiation during which each party had a fair opportunity to raise every matter which is 
a proper subject of collective negotiations. 
1.5.4.	 Work Guarantee: 
Unless this Agreement says otherwise, the Employer IS not required to provide or 
guarantee work for any period of time to any employee. 
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1.5.5. Local Laws. Rules. Re!2ulations and Pr:.lctices Superseded: 
This Agreement supersedes :.lll city lmvs. rules. regubtions and practices which arc 
inconsistent with any provision of this Agreement, except such laws. rules, regulations 
and practices as are mandated by bw of higher authority. The city shall take the steps 
necessary to rescind or discontinue any such inconsistent law, rule. regulation or practice. 
1.5.6. Provisions Declared lnvalid: 
If a court of competent jurisdiction detennines that a prO'./lslOn of this Agreement is 
invalid, such determination shall not affect the validity of any other provision of this 
Agreement. If such a deternlination has been made and no appeal lies therefrom or if the 
time to appeal has passed and no appeal has been taken, the parties. as soon as is 
reasonably practicable, shall enter into collective negotiations limited to the subject 
matter of such invalid provision, provided that the parties may la\vfully negotiate and 
agree concerning such subject matter. 
ARTICLE 2. UNION-EMPLOYER RELATIONS 
Section 2.1 Management Ri !2hts 
:2 .1.1. ManaQement RiQhts: 
The Union recognizes that the Employer retains any and all rights vested in it by law, and 
further recognizes that the Employer shall continue to exercise those rights, as well as 
any and all rights which may hereafter be vested in the Employer by law, including, but 
not limited to, the following rights: to select, hire and promote employees; to determine 
the necessity for filling a vacancy; to create new jobs and classifications and to abolish 
any job or classification; to transfer employees from one job, classification, or assignment 
to another; to demote, suspend, discharge and discipline employees; to train employees 
and require their participation in training programs; to subcontract work; to assign, 
supervise and direct employees in their work; to determine the work to be done, to layoff 
employees and to adjust the size of the working force; and to make reasonable rules for 
the conduct of the work and the maintenance of safety, order, discipline, efficiency, and 
the protection of property. The lights referred to in this Section 2.11 must not be lIsed in 
any marmer which is inconsistent wi th the express provisions of this Agreement. 
Section 2.7 Union Membership and Agency Fees 
2.2.1. Membership and A12ency Fees Required: 
Each employee who is a member of the Union on the date the tenn of this Agreement 
begins shall ei ther: 
(I) remain a member of the Union for the duration of this Agreement; or 
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(2)	 pay to the Union the agency kes (~S set forth in Section 2.2.2 of this Agreement) 
Ji.H the duration of this Agreement. 
Each employee who is hired on or aftcr the date the term of this Agreement begins shall. 
on the date he/she acquires seniority pursuant to Section 5.2.3 of this Agreement. either: 
(I ) become a member of the Union and thereafter remain a member of the Union for 
the duration of this Agreement; or 
(2)	 pay to the Union the agency fees (as set forth in Section 2.2.2 of this Agreement) 
for the duration of this Agreement. 
2.2.2.	 Pavment of Aeency Fees: 
An agency fee is a fee paid to the Union by an employee who is not a member thereof in 
lieu of Union membership dues as a service charge for representation by the Union. The 
monthly ag~ncy fee shall be the saille as the illl)l)thly Union membl:r::-;hip uues. All 
employee, who has chosen to pay the fee rather than to become or remain a member of 
the Union. may either pay the fee directly to the Union or sign an agency fee deduction 
authorization card provided by the Union. lJpon presentation of such a card to the 
Employer, the employee's monthly agency fee shall be deducted from the employee's pay 
in the "arne manner as Union membership dues are deducted pursuant to Section 2.6 of 
this Agreement. All the provisions of Section 2.6 of this Agreement shall apply to such 
agency fee deductions to the same extent that they apply to Union membership dues 
deductions. 
2.2.3.	 Consequences of Non-Membership or Non-Payment of Agencv Fee: 
If an employee fails to comply with the requirements of Section 2.2.l of this Agreement, 
the Union may give official notice thereof to the Employer. A copy of such notice must 
be given by the Union to the employee. If, by the sixtieth (60th) consecutive day after the 
receipt of such official notice. the employee has still failed to comply with the 
requirements of Section 2.2.1 of this Agreement. the Union may give official notice 
thereof to the Employer (with a copy to the employee) and the Employer shall thereupon 
terminate the employee. 
2.:2.4.	 Union-.l<l Hold Emplover Harmless: 
The Union shall hold the Employer harmless against any and all suits. claims. demands 
and liabilities arising out of an action of the Employer in connection with this Section 
2.2. 
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Section'). ") Bulletin Board 
2.3.1. Employer to Provide: 
The Employer must place a suitable glass-enclosed bulletin board in a convenient place 
in the Police Station for the e:\clusive use of the Union. 
2.3.2. Material Which Mav be Posted: 
The Union may post signed announcements of Union meetings, Union elections, Union 
social events. changes of Union officers, deaths. illnesses, and other material of general 
interest to its members which is not political or scandalous in nature. on the buUetin 
board. AU other material must be approved by the Police Chief before it can be posted. 
') .., .., 
.:..J.J. Union Postinll Limited to Board: 
The Union shall limit its rnsting of announcements and other material to the bulletin 
board. 
Section 2.4 Union Representatives and Activitv 
2.4.1. Non-emplovee Representatives: 
The Employer shall permit a representative of the Union (including the International 
Union or any of its subordinate bodies) to confer with employees during working hours 
for a reasonable period of time for the purpose of investigating an alleged grievance or 
matters affecting the administration of the Agreement. Before conferring with an 
employee. the representative of the Union shall make his/her presence and the purpose of 
his/her visit known to the Police Chief or, in his/her absence, to the Police Officer then in 
command. The representative of the Union may conter with an employee, provided that 
such conference wiIl not interfere unreasonably with the performance of the duties 
assigned to the employee. 
2.4.2. Unit Chairman Representatives: 
For the purpose of investigating and processing grievances, there shall be a Unit 
Chairman and a Unit Secretary, who shall be designated by the Union. 
2.4.3. Grievance Investigation Time: 
A Unit Chairman or Unit Secretary may investigate grie\·ances arising on his/her shift 
and present them to the Employer without loss of time or pay. The use of an abnormal 
amount of time in the investigation of grievances or other abuse of this privilege may 
result in loss of time or pay as the Employer shall determine. 
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2"+.4. Grievance Investigation Permission: 
l\ Unit Chairman or Unit Secretary must obtain the permission of the Police Onicer in 
charge of his/her shift before leaving his/her assigned duties to handle a particular 
grievance. The Police Ot1icer in charge shall grant permission for the Unit Chairmrul or 
Unit Secretary to leave his/her assigned duties provided hislher leaving will not interfere 
unreasonably with the performance of his/her duties or with the performance of the duties 
assigned to other employees. A Unit Chairnlan or Unit Secretary must report back to the 
Police Officer in charge before returning to his/her assigned duties. 
2"+.'\. Of1Jcial Notice of Union Officials: 
The Union must give official notice to the Employer of the names of the Unit Chairman 
and the Unit Secretary not later than the fifth (5 th ) working day following the designation 
or cacho 
2.4.6. Union Meetinus: 
Union meetings may be held on the Employer's property, provided that the Employer 
consents thereto in writing. 
2.4.7. Union Business Time: 
The Unit Chairman or the Unit Secretary may post Union notices, transmit 
communications authorized by the Union or Olean Police Local 967C to the Employer, 
and consult with representatives of the Employer or with representatives of the 
International Union or any of its subordinate bodies concerning the administration of this 
Agreement without loss of time or pay. The use of an abnormal amount of time tor these 
purposes or other abuse of this privilege may result in the loss of time or pay as the 
Employer shall determine. 
Section 2.5 Official Notice 
2.5.1. Official Notice to the Employer: 
Giving ofticial notice to the Employer means giving notice in writing to the Mayor and to 
the Police Chief in person, or to them hy letter or telegram addressed to each of them at 
the Municipal Building, Olean, New York. 
2.5.2. Otlicial Notice to the LJnion: 
Gi ving official notice to the Union means giving notice in writing to the Unit Chairman 
of the Command Unit of Olean Police Local 967C in person, or by letter or telegram 
addressed to him/her at hislher most recent address shown on the Employer's records. 
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Section 2.6 _Union rVlemb~rshiQ Dues Deduction 
2.6.1. Dues Deduction Authorization Card: 
Pursuant to the Public Employees' Fair Employment Law (Article 14 of the Civil Service 
Law), the Employer shall deduct Union membership dues from the pay of each employee 
who has presented to the Employer a dues deduction authorization card signed by 
himlher. Dues deduction authorization cards and forms must be provided by the Union. 
The Employer agrees that it will make no deductions for any other employee organization 
which purports to represent for purposes of collective negotiations any employee 
included in the negotiating. unit described in Section 1.1.1 of this A!!reemcnt. 
2.6.2. Official Notice of Amount of Dues: 
Not later than the fifth (5 Ih ) working day following the effective date of this Agreement 
the Union shall give the Employer official notice of the amount of the monthly dues to be 
deducted. If the amount of monthly dues is thereafter changed, deduction of the new 
amount shall begin in the second payroll period following the payroll period during 
which the Employer received official notice from the Union of the new amount. 
2.6.3. Frequencv of Deduction: 
One-half (1/2) the monthly dues shall be deducted in each payroll period in the calendar 
year, except that in a month during which three (3) payroll periods end no deduction shall 
be made in the third (3 rd ) payroll period. 
2.6.4. Commencement of Deduction: 
Deductions for an individual employee shall begin in the first (I st) payroll period 
following the payroll period during which the employee's signed dues deduction 
authorization card was received by the Employer. 
2.6.5. Termination of Deduction: 
Deductions for an individual employee shall continue to be made until and including the 
payroll period during which the Employer has received from the employee a written 
statement signed hy himlher revoking his/her dues deduction authorization card. provided 
that such written statement of revocation is submitted during the period which is 
pennitted by the tenns of the employee's dues deduction authorization card. 
2.6.6. Delivery to Union: 
Not later than the fifteenth (15 Ih) calendar day of each month. the Employer shall deliver 
or mail to the treasurer of the Union all dues deducted during the preceding calendar 
month together with a list of the employees for whom deductions were made. 
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~.6.7. Union to Hold Emplover Harmless: 
The Union shall hold the Employer harmless against any and all suits. claims. demands 
and liabilities arising Ollt of an action of the Employer in connection with this Section 
2.6. 
Section 2.7 Miscellaneous 
2.7.1. Delegation of Police Chiefs Authoritv: 
Unless this Agreement says otherwise. any act which this AQreement requires to be 
performed by the Police Chief may be performed by any other employee to whom the 
Police Chief has delegated authority to perform that act. 
2.7.2. Special Conferences: 
Special conferences between the Employer and the: Union to di:>cuss impurtal1t matkrs 
relating to the administration of this Agreement (including Police Department Rules and 
Regulations and safety problems) shall be arranged at the request of either party. The 
agenda for such conferences shall be agreed upon in advance and matters discussed at the 
conference shall be limited to those appearing on the agenda. A conference shall be 
attended by at least two (2) rcpresentCltives of the Employer and at least two C?) 
representatives of the Union and may also be attended by representatives of the 
International Union or any of its subordinate bodies. Union representatives attending the 
conference shall not lose pay for such attendance. The Employer and the Union shall 
agree in advance upon the time and place for a conference and the conference must be 
held at reasonable times. 
ARTICLE 3. GRIEVANCES 
Section 3.1 General 
3.1.1. Grievance Definition and Form: 
Only a violation of this Agreement can be grieved. A written gnevance must be 
submitted on the form shown in Appendix A. 
3.1.2. Grievant Definition: 
A grievant is the Union or an employee who has a grievance. 
3. 1.3. Step at Which Grievance Must be Submitted: 
If the grievant is an employee, he/she must submit the grievance at Step 1. 
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3.1.4. Griev~:mce Prohibited: 
~o grievance may be submitted \-vith respect to any maller which law manuatcd by higher 
authority requires to be handled by some procedure other than the Cirievance Procedurc 
provided in this Agreement. 
3.1.5. Choice of Forum in Certain Grievances: 
If an employee or the Union takes a matter covered by Section 13.1.1 to a court or 
administrative agency for resolution, he/she and it may not pursue that matter through 
grievance or arbitration. If an employee or the Union pursues a matter covered by 
Section 13.1.1 through grievance or arbitration, he/she and it may not pursue that matter 
before a court or administrative agency. 
Section 1./ Grievance Procedure 
3.2.1. Step 1: 
Ii: m)( latcr than the fifth (5 th ) working day after the date of the occurrence OLlt of which 
the grievance arises (or, if the grievance concerns a matter of a continuing nature, then 
not later than the fifth (5 Ih) working day after the first (l51) day of the occurrence out of 
which the grievance arose). an employee slIhmits a grievance in writing to the Police 
Chiet~ then the Police Chief shall answer the grievance in wTiting not later than the third 
(3 rd ) working day after the date on which he/she receives it. 
3.2.2. Step 2: 
If the grievant and the Union are not satisfied with the Step 1 answer, they may appeal it 
in writing to the Mayor not later than the fifth (5th) working day after the date on which 
the Step 1 answer was given. If the grievance is not appealed before the appeal time 
expires, the grievance is deemed satisfied by the Step 1 answer. If the glievance is 
appealed before the appeal time expires, the Mayor and the Union must agree on the date 
for a Step 2 meeting not later than the fifth (5 th) working day after the appeal. The Step 2 
meeting must be held not later th,m the fifteenth (15 Ih) working day after the date on 
which the grievance is appealed or submitted. The Employer shall answer the grievance 
in writing not later than the tenth (1 OLh) working day after the Step 2 meeting. The Union 
has ten (10) working days after receipt of the Step 2 ans\ver within which it may submit 
the grievance to arbitration. 
Section 3.3 Arbi trati on 
3.3.1. Effect ofNon-Submission: 
If the Union does not appeal a grievance to arbitration before the submission time 
expires, the grievance is deemed satisfied by the Step 2 answer. 
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3.3.2. Single Grievance to be Submitted: 
010 more than one ( I ) grievance may be appealed to an arbitrator in the course of a single 
arbitration proceeding. unless the parties expressly agree in writing to the appeal or more 
than one grievance. 
3.3.3. Naming of Arbitrator: 
To appeal a grievance to arbitration, the Union must send a letter to the Public Employee 
Relation Board (PERB) which: 
(I) requests arbitration of one specitically identitied grievance. and 
(2) requests PERB to send to each party a list of twenty (20) names of arbitrators. 
Each party. not later than the tenth (I ()lh) working day after receipt of its copy of the list, 
must mail its cupy to PERil with any names thereun \.. hich are unacceptable to it crossed 
out and all other n<lmes numbered in order to show the party's preference. PERB shall 
then name the arbitrator most preferred by the parties as indicated on the lisls submitted. 
If PERB determines that no mutually acceptable arbitrator has been selected by the 
parties, it shall send a second list of twenty (20) names and the same procedure will be 
followed with respect to it. If PFRR determines that no mlltmdly acceptahle arhilr<ltor 
has been selected by the parties from the second list, it shall name the arbitrator. 
3.3.4. Time of Arbitration Hearing: 
The time of the arbitration hearing shall be agreed upon by the parties and the arbitrator. 
3.3.5. Arbitrator's Authority: 
The arbitrator shall hear the grievance presented, if it is properly before him/her, and 
determine whether this Agreement has been violated as alleged in the grievance. The 
arbitrator may award an appropriate remedy for any such violation. The arbitrator may 
not consider any substantive issue raised for the first (1 51) time in arbitration, but an issue 
of arbitrability may be considered by the arbitrator unless that issue has been previously 
presented to a court. The arbitrator is hereby authorized to interpret and apply but not to 
modify. amend. enlarge. or delete the provisions expressed in this Agreement. The 
authority of the arbitrator does not extend to matters which law mandated by higher 
authority requires to be resolved by some other body or to grievances involving the 
provisions of Section 4.1 of this Agrcemcnt. 
3.3.6. Final and Binding Arbitration: 
The decision of the arbitrator is final and binding on the parties and the employees. 
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3.3.7. Fees and Expenses: 
One-half (1/2) the fees and expenses of the arbitrator must be paid by each party. All 
other expenses. inciuJing the compensation of witnesses. incident to the arhitration must 
be paid by the party which incurred them. If the adjournment of an arbitration hearing 
results in a fcc being charged by the arbitrator. the party v..hich requested the adjournment 
shall pay the entire fee. 
3.3.8. Record of Arbitration ProceedinQ.s: 
If either party desires a verbatim record of the arbitration proceedings, it may cause such 
a record to be made at its own expense provided that it rurnishes a copy of the record to 
the arbitrator and a copy to the other party. 
Section 3.4 Time Limits 
3.4.1. Computation of Working Davs: 
In all cases of time limits provided in this Article 3, the computation of \\orking days 
shall exclude Saturdays, Sundays and holidays. 
3.4.2. Extension: 
The time limits set forth in this Article 3 must be strictly adhered to by the parties and the 
employees. However, the parties may by mutual consent extend any such time limit, 
provided that any such extension must be evidenced by a written memorandum signed by 
both parties. Consent to an extension must not be withheld unreasonably by either party. 
ARTICLE 4. WORK INTERRUPTIONS 
Section 4.1 Prohibition 
4.1.1. Strikes. etc.: 
The Union, its officers or agents, or the employees, must not call, sponsor, advocate, 
engage in, or assist in any strike, slowdown, work stoppage, or interference with the 
efficient management of the Police Department. 
4.1.2. Performance of Duty: 
An employee must not, either singly or in concert with other employees or persons. 
refuse to perform his/her duties for the Employer. and if he/she does so, the Union must 
use its best efforts to require him/her to perform those duties. 
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The Employer. its officers or agents. must not call. sponsor, au vocate. engage in. or assist 
in any lockout of the employees. 
Section 4.2 Consequences 
4.2.1.	 Required Union Action: 
If an employee. either singly or in concert with other employees or persons. does or 
threatens to do any act mentioned in Section 4.1.1 or 4.1.2 of this Agreement, the Union 
must. at the Employer's request: 
(I)	 give the Employer official notice that it has not done or threatened to do any such 
act and that it disavows such act or threat, and 
(2)	 instruct the employees concerned in writing to cease doing such act or threatening 
to do it and give to the Employer a copy of such instructions. 
4.2.2.	 Discipline or Dischame: 
If an employee. either singly or in concert with other employees or persons. does or 
threatens to do any act mentioned in Section 4.1.1 or 4.1.2 of this Agreement, he/she 
may, at the Employer's sole discretion. be disciplined or discharged therefore. The 
discipline or discharge action, or the degree thereof, may betaken without regard to any 
such action which mayor may not have been taken with respect to any other employee. 
4.2.3.	 Civil Action: 
The Employer has the option of seeking a remedy for a violation of Sections 4.1.1 or 
4.1.2 of this Agreement, and the Union has the option of seeking a remedy for a violation 
of Section 4.1.3 of this Agreement, either in an arbitration proceeding or in a civil action 
and resort to the one shall not be a prerequisite for, nor shall it preclude. resort to the 
other. 
4.2.4.	 Negotiations or Discussion: 
While the Union. or its officers or agents. or a group of employees are doing or 
threatening to do any act mentioned in Sections 4.1.1 or 4.1.2 of this Agreement, the 
Employer neeu not negotiate about or discuss with the Union any matter which may be in 
dispute between the Employer and the Union or the group of employees concerned. 
While the Employer. or its officers or agents. are doing any act mentioned in Section 
4.1.3 of this Agreement, the Union need not negotiate about or discuss any matter which 
may be in dispute between the Employer and the Union. 
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ARTICLE S. EMPLOYME;\T AND SENIORITY 
Probation 
5.] .].	 Probationarv Period: 
An employee is on probation for one (]) full calendar year beginning on the date or 
hislher last uppointment. 
5.] .2.	 Discipline or Dischur!!e: 
/\n employee on probation may be disciplined or discharged with or without a statement 
of cause and such discipline or discharge may not be made the subject of a grievance or 
arbitration, except on the sole ground that the discipline or discharge was for Union 
activity or membership. 
5.1.3.	 Eligibilitv List: 
Appointments to permanent vacancies v"henever praclicabk shall be made frol11 an 
appropriate Civil Service eligibility list, but this shall not preclude the Employer from 
calling for new lists. 
Section 5.2 Acquisition of Senioritv 
5.2.1.	 Seniority Defined: 
"Seniority" means the length of an employee's continuous service in hislher current rank 
in the Olean Police Department from the chte of his/her last appointment to the date 
he/she loses seniority, including both such dates. As used in this Section, "continuous 
service" includes only those periods when an employee is on the Employer's active 
payroll and those periods when the employee is: 
(] )	 on leave of absence, 
(2)	 on layoff, 
(3)	 on active duty with the United States Armed Forces or with the National Guard, 
(4)	 absent from, and unable to perform the duties of his/her position by reason of a 
disability resulting from occupational injury or disease. and 
(5)	 such other periods of service, if any, as the Civil Service Law requires to be 
treated as part of the employee's "continuous service", notwithstanding that such 
service may not have been in the Olean Police Department. 
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5.2.2.	 Probationary Emplovee: 
An employee who is on probation does not have any seniority. 
5.2.3.	 Dav of Acquisition: 
An employee acquires seniority, as defined in Section 5.2. 1, on the day following his/her 
last day of probation. 
5.2.4.	 Appointment on Same Dav: 
I ftwo (:2) or more employees are appointed on the same date. their relative seniority shall 
be in the order of their standing on the eligibility list from which they were appointed 
(i.e., the employee \vith the higher standing shall have the greater seniority). 
Section') .3 Loss of Senioritv 
5.3. 1.	 Dav of and Reasons for Loss: 
Subject to the applicable provisions of the Civil Service Law, if any, an employee loses 
his/her seniority and is tenninated on the day on which anyone (1) or more of the 
following occurs: 
(1)	 he/she resigns and IS not reinstated within the period pennitted by the Civil 
Service Law; 
(2)	 he/she is discharged; 
(3)	 he/she retires: 
(4)	 he/she fails to return on the working day following the day hislher leave of 
absence or excused absence expires unless prevented by an emergency; 
(5)	 hc!she is absent for the second (2nd) consecutive working day. unless: 
(i)	 his/her absence on both days is excused, or 
(i i) during the l wo (2) consecutive v\larking day s, he/she has called in. or. if 
that is not reasonably practicable, he/she has had someone call in for 
him/her, unless prevented by an emergency; 
(6)	 he/she has failed, for five (5) consecutive working days after a notice ofrecall has 
been sent to himlher, to notify the Employer that he/she intends to return to work; 
(7)	 he/she has failed to return to work within ten (l0) consecutive working days after 
a notice of recaII has been sent to him/her; 
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(X)	 he/she refuses a recall: 
(9)	 he/she has been on layoff for a continuous period in excess of one (I) year: 
( I 0)	 he/she has engaged in gainful employment during an excused absence, sick leave, 
or leave of absence: 
( II )	 he/she has been absent from, and unable to perform the duties of, his/her position 
for a continuous period of not less than one (1) year by re3.son of a disability other 
than a disability resulting from occupational injury or disease. 
5.3.2.	 Notice of Intent to Resign: 
An employee must give the Police Chief thirty (30) calendar days notice of his/her intent 
to resign. An employee who is reinstated \vithin one (I) year after the date of his/her 
resignation sholl retain only that seniority he/she had accumulated as of the date of 
his/her resignation. 
Section 5.4 Adj ustments in Force 
5.4.1.	 Reduction: 
When there is to be an increase or decrease in the ranks of the sergeant, lieutenant or 
captain, the provisions of the Civil Service Law and rules established thereunder shall 
govern. 
5.4.2.	 Notice of LavotT: 
An employee must be gi ven fourteen (14) calendar days' notice of layoff. A copy of the 
notice must be given to the Unit Chairman or Unit Secretary on the same date it is given 
to the employee. 
5.4.3.	 Notice of RecaJl: 
A notice of recall must be sent to an employee on layoff by registered or certi tIed mail or 
by telegram addressed to himlher at his/her most recent address on the Employer's 
records. It is the responsibility of the employee to advise the Employer in writing of all 
changes in his/her address. 
5.4.4.	 Transfer to Other Departments: 
An employee cannot be transferred to any other City Department unless he/she requests 
or consents to the transfer in \vriting. 
5.4.5.	 Subcontract Work: 
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The Employer shall not subcontract \vork normally perf<-)J"lncd by employees in the 
negotiating unit in such a manner as to result in the termination or layoff of an employee. 
Section 5.5 Discipline and Dismissal 
5.5.1. Sole Procedure: 
Discipline or dismissal may only be imposed for just cause. The only procedure for 
contesting discipline or dismissal shall be the procedure set forth in this Agreement. The 
only procedure for imposing discipline or dismissal on an employee shall be the 
procedure set forth in this Agreement. The Union. on behalf of itself and the employees. 
hereby waives any and all rights it or they may have or be granted in the future to pursue 
any other method or procedure for contesting the discipline or dismissal of an employee. 
5.5.2. Oral Reprimand: 
The Police Chief or an employee's Supervisor may orally reprimand an employee. lithe 
Police Chief or the Supervisor chooses to make a \-witten notation of the oral reprimand 
to be included in the employee's personnel file, he/she shall give a copy thereof to the 
employee and to the Union prior to placing the original notation in the file. The notation 
shall include the details (names. dates and places) of the conduct for which the employee 
was orally reprimanded. Thc employee and the Union representative who recei yes the 
notation shall each sign and date receipts for the copies of the notation and those receipts 
shall be attached to the original notation in the personnel file. This receipt merely 
acknowledges receiving said copy. Not later than the tenth (lOrh) calendar day after 
receiving a copy of the notation, the employee may submit a written, signed and dated 
response to the notation to the Police Chief and the Police Chief shall attach the response 
to the original notation in the personnel file. Oral reprimands must be made in a manner 
that will not embarrass an employee before other employees or the public. 
5.5.3. Written Reprimand: 
The Police Chief may reprimand an employee in writing. The employee shall sign the 
written reprimand. The signature merely acknowledges receipt of the document, which 
shall then be placed in hislher personnel file. The written reprimand shall include the 
details (names. dates and places) of the conduct for which the employee is being 
reprimanded. Simultaneously, the employee awl a Union representative shall be given a 
copy of the written reprimand and each shall sign and date receipts therefore and those 
receipts shall be attached to the original written reprimand in the personnel file. This 
signature merely acknowledges receipt of the document. If the employee disagrees with 
the written reprimand. he/she shall proceed in accordance with the provisions of Section 
5.7.1 of this Agreement. 
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5.5.4.	 Othcr Disciplinarv Actions: 
The only other disciplinary actions which may be imposed by the Police Chid are 
suspensions without pay. loss of leave creJits (i.e .. holiday time. vacation days, lieu time. 
personal Jay. and sick days), fines (not to exceed an amount equal to two (2) wecks of 
the employee's gross \veekly straight time pay at the time of the alleged offense). any 
combination of the foregoing, and dismissal. 
5.5.5.	 Procedure to Impose and Review Discipline or Dismissal: 
When the Police Chief Jecides to impose dismissal or one of the disciplinary actions 
specified in Section 5.5.4 of this Agreement. he/she shall give written notice of the 
proposed dismissal or disciplinary action to the employec and a Union representative 
simultaneously, each of whom shall sign and date receipts therefore which the Police 
Chief shall attach to the original notice. The notice shall specify that dismissal or one or 
more of the said disciplinary actions is to be imposed and shall give a detailed statement 
(including dates. times and places to the best of the Police Chiefs knowledge or 
infonnation) of the conduct for which the dismissal or disciplinary action is to be 
imposeJ. Not later than the fifth (I 5th ) calendar day after the day he/she is gi ven a copy 
of the notice of disciplinary action, the employee shall deliver to the Police 
Chief a written, dated and signed statement in which the employee sets forth one of the 
following: 
(1)	 a statement that he/she accepts the dismissal or disciplinary action set forth in the 
notice, in which case the dismissal or disciplinary action shall be immediately 
imposed in accordance with the tenns of the notice; or 
(2)	 a request for a meeting with the Mayor or his/her designated representative for a 
review of the matter, in which case the Mayor or hislher designated representative 
shall hold such a meeting within ten (IO) calendar days and will issue a 
recommendation within ten (l0) calendar days of such meeting within five (5) 
calendar days after receiving the Mayor's recommendation, the employee and the 
Union shall either (a) sign a statement of acceptance and the recommended 
dismissal or disciplinary action shall be immediately imposed in accordance with 
the terms of the recommendation or (b) proceed with arbitration using the 
procedures set forth in subdivision "3" below; or 
(3)	 a statement from the Union that appeal s the dismissal or discipl inary action to 
arbitration pursmmt to Section 3.3 of this Agreement in which case the statement 
shall be accompanied by a letter from the Lnion to the Public Employees Relation 
Board (PERB) as provided in Section 3.3.3 of this Agreement. When a dismissal 
or disciplinary action is so appealed, the arbitration thereof shall proceed in 
accordance with the provisions of Section 3.3 of this Agreement and the dismissal 
or disciplinary action shall not be imposed until the arbitrator's award is delivered 
to the Employer and then only to the extent permitted by the award. 
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5.5.h. Suspension Pending Determination: 
Notwithstanding Section 5.).5 of this Agreement. an employee may be sllspended with 
pay pending the disposition of the dismissal or disciplinary action in accordance with that 
Section. Furthermore, if the conduct for which an employee is being dismissed or 
disciplined is one of moral turpitude. or is a controlled substance offense. or is a crime. 
the employee may be sllspended without pay pending the disposition of the dismissal or 
disciplinary action in accordance with Section 5.5.5 of this Agreement. The propriety of 
any such sllspension without pay shall be reviewed: if the employee so re4uests, in the 
same proceeding as the dismissal or disciplinary action itself and the arbitrator shall have 
the power to restore some or aJi of the pay lost during the suspension. 
5.5.7. Procedural De1ense: 
If the Employer defends an appeal pursuant to Section 5.5.5 of this Agreement on the 
grounds that the procedures set forth in this Agreement were not comp] ied with, or were 
not timely complied with. the arbitrator shall hear and decide that defense before hearing 
the merits of the dismissal or disciplinary action. unless the parties agree otherwise. 
5.5.8. limitation on Penalty: 
If the arbitrator finds the employee guilty. he/she may impose the penalty sought by the 
Police Chief or a lesser penalty or combination of penalties, but he/she may not impose a 
greater penalty. 
5.5.9. Disposition by Agreement: 
The Employer and the employee may at any time agree on the disposition of a dismissal 
or disciplinary action. Such a disposition need not be limited to the matters specified in 
Section 5.5.4 of this Agreement. The disposition shall be dated, signed by the Police 
Chief and the employee, and shall be witnessed by a Union representative, all of whom 
shall be furnished with a copy of the disposition. 
5.5.10. Time limit on Notice: 
Except for conduct involving moral turpitude, a controlled substance offense or a crime. 
the notice of dismissal or disciplinary action required hy Section 5.5.5 of this Agreement 
must be given to the employee not later than the one-hundred and eightieth (l80 Ih) day 
tollowing the day on which such conduct occurred or. if the conduct occurred on more 
than one (1) Jay, then following the last day on which such conduct occurred. but if the 
Police Chief had no knowledge of such conduct within that one-hundred and eighty ( 180) 
day period, then within thirty (30) calendar days after the Police Chief acquired such 
knowledge, but in any case not later than the three-hundred and sixty-fifth (365th) day 
after the day or last day of such conduct. 
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5.5. I I. Burden of Proof. Stewards Presence: 
In all cases of dismissal or disciplinary actioIl. the burden of proof is on the Employer 
with respect to establishing that the employee is guilty of the conduct for \vhich dismissal 
or disciplinary action is sought. When an employee is questioned by the Police Chief or 
by any investigating authority with respect to a matter that may result in the employee's 
dismissal or discipline, a Steward shall be present (if the rules of the authority, other than 
a City authority, permit) if the employee so requests. 
Section 5.6 Seniority Lists 
5.6.1. Update Each Six Months: 
On each sixth (6th ) month anniversary of the effective date of this Agreement. the 
Employer shall prepare an up to date seniority list and shall forward a copy thereof to the 
Unit Chairman of the Command Unit of the Olean Police Local 967 within five (5) days 
thereafter. 
Section 5.7 Personnel Records 
5.7.1. Access bv Employee: 
An employee upon request shall be given a reasonable opportunity to review hislher 
official personnel tile maintained by the Police Department in the presence of an 
appropriate official of the Employer and after signing a log which shows the date of such 
review. The file shall contain the employee's original application tor employment and 
any and all job evaluations, conunendations, reprimands, suspensions and any other 
record of personnei actions which have taken place during the employee's employment 
by the City. On request the employee shall be given a copy of any and all items in the 
file of which he/she has not previously been given a copy. No letter of criticism, poor 
evaluation, reprimand or any other document which could adversely affecrthe employee's 
job shall be placed in the employee's official personnel file until the employee has been 
given a copy thereof and he/she has initialed and dated the tile copy thereof as evidence 
that he/she has seen the document and been given a copy of it. If the employee disagrees 
with all or any part of such a document, he/she may request the Police Chief to remove 
the document. The request must be in writing, must be signed by the employee, must 
clearly identify the document or part thereof which he/she Jisagn;es with and must state 
the reasons for his/her disagreement. Such request must be submitted to the Chief not 
later th,m ten calendar days after the employee was given a copy of the document hc/she 
disagrees with. The Chief shall grant or deny the request in writing within tcn ! lo) 
calendar days after he/she receives it. The employee may appeal the Police Chiefs 
decision to the Common Council in writing within fivc (5) calendar days thereafter. The 
Common Council shall make a final and binding decision in writing within ten (] 0 ) 
calendar days after the next regular meeting of the Common Council after it receives the 
appeal. 
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ARTICLE 6. SCHEDULES
 
Section 6.1 Platoon System 
6.1.1. Platoons Denominated: 
Employees shall be assigned either to the Investigative Unit or to one (I) of three (3) 
platoons denominated: 
Platoon I 
Platoon :2 
Platoon 3 
6. 1.2. Assignment to Platoons: 
Assignment of employees to platoons and to other duties in the Police Department shall 
be determined by the Police Chier in accordance with the provisions or this Agreement. 
Elllployees who wish to be l.:un~iJen:J for transfer to another platoon or to other duties 
should a vacancy occur must submit a written request Jor transfer to the Police Chief. 
6.1.3. Special Assignments: 
During the first six (6) months after an employee starts work in a special duty 
assignment. either the employee or Police Chief may terminate the special duty 
assignment, but is not a promotion under the Civil Service Law, for any reason. For two 
(2) years after this six (6) month period, the employee may not leave or be removed from 
the special duty assignment unless (a) both the employee and Chief agree or (b) the 
employee is removed for cause. After the expiration of this two (2) year period, either 
the employee or the Chief may terminate the appointment for any reason at the time of 
the November schedule sign-up to be effective on January 1. The employee or the Chief 
must give two (2) weeks notice of the termination before the November sign-up. 
Special assignment duty will not prohibit an employee from being considered for 
promotion. 
Section 6.2 Davs Ofr 
6.2.1. Number of Davs OtT: 
Each employee shall have three (3) consecutive days ofT in each period of seven (7) 
consecutive days but an employee may have two (2) non-consecutive days off if the 
employee so requests and the Police Chief agrees. 
- 22­
6.:2.2. Preference for Davs Ofl 
If two or more employees in the same platoon or in the Investig.ative Unit (as the case 
may be) desire the same days ofT preference shall be given to the employee with the 
higher rank. 
Section 6.3 Normal Working Hours 
6.3.1. Work \Veek and Work Dav: 
The normal work week schedule shall be fOfty (40) hours, that is, four (4) consecutive 
days of ten (10) hours each. The normal work day schedule shall be ten (10) conseclltive 
hours in a period of twenty-four (24) consecutive hours. 
6.3.2. Rotation of Shifts: 
Nut later thall ?";uvelllDer 1st t)f each year, employee:; (except those iii the Investigative 
Unit per 6.1.3) shall bid by seniority on the shift of their choice for the following calendar 
year (i.e., January 1st through December 31 st). The normal beginning and ending times 
of shifts are: 
SHIFT BEGINS ENDS 
First 7:00 a.m. 5:00 p.m. 
Second 10:00 p.m. 8:00 a.m. 
Third 4:00 p.m. 2:00 a.m. 
On each shift the captain shall have the first (1 st) choice of days off and the captain and 
sergeant shaH not have the same days off. The hours of work of employees in tbe 
Investigative Unit shall be determined by the Police Chief from time to time. 
Notwithstanding any other provision of this Agreement to the contrary, the present 
practice with respect to normal work week schedule shall be continued. 
Changes in Schedules 
6.4.1. Adjustments and Revisions: 
The parties recognize that it may be necessary from time to time for the Police Chief to 
make adjustments or revisions of the schedules set forth in this Article 6, but such 
adjustments or revisions which exceed three (3) months duration may be made only after 
consultation with the Union. 
6.4.2. Substitutions: 
An employee on one shift may substitute for an employee on another shift with the 
consent of the other employee and of the Police Chief, all of whom must sign the form set 
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forth in Appendix D of this Agreement. The Employer sh~11 not be requircd to enforce 
any substitution agreement between cmr1oyees. 
ARTICLE 7. COMPENSATION 
Section 7.1 Annual Salaries 
7.1.1. Amount: 
The annual salary of an employee shall be the salary shown below oppositc his/her rank: 
06/1107 6/l/08 6/1/09 
Sergeant 54,098.61 54.098.61 55,180.58 
Lieutenant 57,121.4] 57.121.41 58,263.84 
Captain 60.128.9] 60.128.93 61.331.5\ 
7.1.2. Effective Dales Present Emplowes: 
Effective on the effective datc shown in Section 7.1.1 of this Agreement each employee 
shall be paid at the annual salary rate which corresponds to his/her rank. An employee 
who is promoted to a higher rank shall be paid at the annual salary rate which 
corresponds to that rank from and after the eflective date of his/her appointment to that 
rank. 
7.1.3. 1986-87 Salarv Jncrease: 
The Union acknowledges that the Olean Police Retirees Health Insurance Fund 
Agreement was agreed to by tIle Employer in the negotiations whieh led to the 1986-88 
Agreement between them in lieu of including a five percent salary increase for 1986-87 
therein. Accordingly, the Union agrees that in all subsequent negotiations between the 
parties and in all subsequent submissions to mediators, fact-finders, arbitrators and 
conciliators involved in such negotiations, the then current base salaries of all employees 
shall be shown as increased by the amounts shown below: 
RANK AMOUNT 
Sergeant $1,192 
Lieutenant $1.259 
Captain $1,326 
Section 7.2 Overtime Work 
7.2.1. City Appearances: 
If an employee is required to appear in court or at a Motor Vehicle Bureau hearing in the 
City of Olean or outside the City of Olean but less than ten (10) miles from the City's 
Municipal Building during other than his/her regular duty hours, he/she shall be paid for 
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7.'2.5. Call Back Guarantv: 
If an employee is called back to work aftu having completed his/her shin, he/she shall 
receive a minimum of three (3) hours work or three (3) hours pay. (Nevertheless, if an 
employee requests to leave \\lork before he/she has worked three (3) hours, and the 
officer-in-charge permits him/her to do so, the employee shall be paid only for the time 
he/she actually worked.) 
7.2.6. Compensatorv Time: 
In lieu of being paid for hours worked pursuant to any of the other Sections of this 
Section 7.2. an employee and the Police Chief may mutually agree that the employee 
shall receive compensatory time off equivalent to the hours of pay for which the 
employee would be compensated under the applicable provision of this Agreement (i.e .. 
if time and one-half pay, then one and one-half (I '(2) hours compensatory time, if straight 
time pay. then one (1) hour compensatory time). When agreeing upon using 
compensatory time on~ the employee and the Police Chid shall agree upon the specific 
time when the compensatory time off shall be taken or they may agree that the 
compensatory time otT may be taken at a mutually agreeable time not later than the end of 
the fourth (4 Ih) calendar month after the month in which the overtime work was 
performed. An employee shall not accumulate more than eighty (80) hours of 
compensatory time pursuant to the provisions of this Section 7.2. Whenever an employee 
has accumulated that maximum, he/she must be given overtime pay for all overtime 
worked thereafter until hislher accumulation has dropped below the maximum by reason 
of his/her use of .;3ome of his/her accumulated overtime. When an employee requests 
compensatory time off, the compensatory time off granted shall be deemed to be taken 
from compensatory time available to himlher pursuant to the provisions of this Section 
7.2 and shall not be charged to compensatory time off avai lable under any other provision 
of this Agreement until the compensatory time otT available under the provisions of this 
Section 7.2 has been exhausted. 
7.2.7. Training Session Travel Time: 
If an employee is required to attend training outside the City of Olean and more than ten 
(10) miles from the City'S Municipal Building requiring travel during other than his/her 
regular duty hours, he/she shall be paid or receive lieu time at the employee's choice for 
all such travel time at his/her straight time hourly rate. 
7.2.8. Special Detail Supervision: 
Whenever three (3) or more patrolmen are called out for a special detail or emergency, a 
Supervisor will be called out to supervise the detail. A ca])-out by seniority rotation shall 
be used. 
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Section 7.3 Miscellaneous 
7.'3.1.	 Loneevitv Increments: 
Each employee who has continuous years of service in the Olean Police Department will 
have hislher annual salary rate increased on the first pay day following the anniversary of 
his/her starting date of appointment with the Olean Police Department by a longevity 
increment in the amount of fifty-five dollars ($55.00) per year for each year of service up 
lo, and including, the employee' s thirtieth (30 th) year of continuous service. Employees 
will not be paid additional increments for service past the thirtieth (30th) year. 
7.3.2.	 Briefing Time: 
Each employee shall, report to \-\lork fifteen (15) minutes before the beginning time of 
his/her shift (as specified in Section 6.3.2 of this Agreemenl) or, if so directed by the 
Police Chief. remain fifteen (15) minutes after the end of his/her shift (as specified in 
Section 6.3.2 of the Agreement) but no employee shall be required to do both on the same 
shift. This time shall be known as briefing time. Each employee shall receive annually 
the amount shown opposite his/her rank below payable along \vith and in addition to 
his/her salary pursuant to Section 7.1.1 of this Agreement 
EFFECTIVE 
Rank 
Sergeant 
Lieutenant 
Captain 
DATES 
6/1/03 
$805 
830 
856 
7.3.3 Field Training Officers (FTO) 
Each Field Training Officer (FTO) will be credited ten (10) hours of lieu time earned for 
each new recruit they train on a specific shift/platoon. 
ARTICLE 8. HOLIDAYS 
Section 8.1 Holidays Declared 
8.1.1.	 Full Holidav: 
Each of the days listed below is declared to be a holiday: 
( I)	 New Year's Day (January 1), 
(2)	 Martin Luther King Jr. Day (third Monday in January) 
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(3)	 Lincoln's Birthday (February 11) 
(4)	 Washington's Birthday (third Monday in February). 
(5)	 Memorial Day (last Monday in May), 
(6)	 Independence Day (July 4). 
(7)	 Lahor Day (first Monday in September), 
(8)	 Columbus Day (second Monday in October), 
(9)	 Election Day (tirst Tuesday after tirst Monday in November). 
(10)	 Thanksgiving Day (fourth Thurscla.y in November), 
(11)	 Christmas D<ty (December 25), 
(12)	 Veterans D<ty (November 11). 
8.1.2.	 Half-Holidays: 
Each of the days listed below is declared to be a halfholiday: 
(I)	 Day before Christmas (December 24), 
(2)	 Day before New Year's (December 31). 
8.1.3.	 Other Holidays: 
Any other day may be declared to be a holiday by the Mayor with the approval of the 
Common Council. 
Section 8.2 Holiday Compensation 
8.2.1.	 Holiday OtT: 
Insofar as the needs of the Police Department as determined by the Police Chiet~ may 
pem1it employees shall be granted the day off without loss of pay on a holiday. 
8.2.2.	 Day Off in Lieu of Holidav: 
.An employee who is required to work on a holiday may be granted another day off in lieu 
of the holiday. An employee who is on a normal day off on a holiday may be granted an 
additional day off in lieu of the holiday. An employee must apply in writing to the Police 
Chief for such a day off on the form provided in Appendix B not more than thirty (30) 
working days (except in special circumstances) and not less than three (3) working days 
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prior to th~ requested day of1', unless the time limit is waived by the Police Chief. Il' the 
needs of the Police Department. as determined by the Police Chief. permit. the day off 
will be granted. If the requests of less than all of those employees in a given rank who 
requested the same day off can be so granted, the employee who tirst requested the day 
off shall be granted the day otT and, if two (2) or more employees' requests \vere 
submitted on the same day. the more senior employee will be granted the day off. 
8.2.3. Pay for Unused Holiday: 
On the first (151) pay day in November of each year, employees shall be paid one (J ) day's 
pay for each holiday which has occurred since the first (1 51 ) pay day in November of the 
preceding calendar year, less any holiday for which the employee has received a day off 
during that period. Any employee who is working a four (4), ten (10) hour day schedule 
will be paid ten (l0) hours of pay for any unused holiday earned while working a four (4) 
day, ten (10) hour schedule, but will not be allowed to claim pay Cor more than ten (10) 
unused holidays per calendar year. Jf an employee on a four (4). ten (l0) hour day 
schedule has unused holidays over the maximum allowed to claim for pay in one (1) 
calendar year and the Chief has denied three (3) attempts by the employee to take those 
holidays as time-oft~ such holidays may be carried forward to the next calendar year. but 
the maximum payout often (10) days will not be changed. 
~.2.4. Dav Before and After Rule: 
If an employee is absent on: 
(1) hislher last scheduled work day before a holiday, 
(2) his/her first scheduled work day after a holiday, 
(3) hislher last scheduled work day before a day off granted in lieu of a holiday, 
(4) his/her first scheduled work day after a day off granted in lieu of a holiday, or 
(5) on a holiday when he/she was scheduled to work; 
the employee's absence on any such day shall be charged as a day off, within the meaning 
or' Section R.2.3 of this Agreement. unless his/her absence was excused in advance by the 
Police Chief or was part of hislher vacation. sick leave, or a paid leave of absence_ 
ARTICLE 9. VACATIONS 
Section 9.1 Definitions 
9.1.l. Vacation Year, Week and Dav: 
The following definitions apply in interpreting Article 9 of this Agreement: 
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( 1)	 "Vacation year" means the calendar year. 
(2 )	 "Vacation week" means Monday through Sunday. 
(3)	 "Vacation day" means a calendar day, regardless of whether the employee 
otherwise would have worked or been on a day off on such a day. 
Section 9.2 Vacation Allowed 
9.2.1.	 Amount of Vacation: 
Subject to the provisions of the Laws of 1956, Chapter 764. as amended (Unconsolidated 
Laws, Section 971), an employee is entitled to the amount of vacation pay listed below iC 
as of January I of the vacation year. he/she had the number of years of service with the 
Olean Police Department shown belo\\: 
I year. but less than 5 years 2 weeks 
5 years, but less than 10 years 3 weeks 
10 years, but less than 20 years 4 weeks 
20 years and over 5 weeks 
9.2.2.	 Vacation T"ken or Paid For: 
Vacations must not be accumulated from vacation year to vacation year. An employee 
entitled to a vacation must take his/her vacation during the vacation year. However, if an 
employee was unable to take any or all of the vacation to which he/she was entitled 
because, in the judgment of the Police Chiet: the needs of the Police Department were 
such that the employee could not be permitted time off for vacation, the employee shall 
be paid for such unused vacation not later than the first (1 st) day after the end of the 
vacation year. Notwithstanding any other provision of this Section to the contrary, an 
employee may hold over one (I) week of vacation from one (1) vacation year to the next 
vacation year. but he/she shall not be allowed to take vacation in any year in excess of 
hislher vacation allowance for that year plus one (1) week held over from the preceding 
year. 
9.2.3.	 Termination: 
If an employee dies or is tenninated before he/she has received all of the vacation pay to 
which he/she is entitled during the vacation year in which he/she dies or is terminated, 
he/she or his/her estate shall at the time of his/her termination or death. or not later than 
the first (l Sl) pay day thereafter. be paid the amount of vacation pay still owmg to 
him/her. 
- 30 ­
9.2.4. l.avotT: 
If an employee is laid off before he/she has received all of the vacation pay to which 
he/she is entitled during the vacation year in which he/she starts on layoff. at his/her 
request he/she must be paid the amount of vacation pay still owing to him/her at the time 
he/she is laid off or not later than the first pay day thereafter. 
Section 9.3 Section 9.3 Vacation Schedules 
9.3.1. Emplovee Selection: 
Not later than November 15 of each year. the Employer shall post a list showing the 
amount of vacation to which employees in the Command Unit only will be entitled as of 
the following January 1. The Employer shall also post a blank vacation calendar for 
employees in the Command Unit only for the slicceeding vacation year. Not later than 
December 1, each employee shall indicate on the vacation calendar a period or periods 
during which he/she desires to take his/her vacation. 
9.3.2. Pennissible Limits and Preference: 
Insofar as the needs of the Police Department as determined by the Police Chief, pennit, 
an employee may select the vacation period or periods he/she most prefers. If two or 
more employees indicate on the vacation calendar that they desire the same vacation 
period, and the needs of the Police Department as detennined by the Police Chief, do not 
pcrnlit all of them to be on vacation at the same time, the preference shall be given to the 
ranking otlicer in the platoon or the Investigative Unit (as the case may be), except that 
preference shall be gi ven to employees seeking a full week or weeks of vacation over an 
employee seeking a partial week or weeks of vacation. An employee will be allowed to 
take the last week in December in the calendar year as his/her selected week of vacation 
even though part of that week may fall into the new calendar year. Said vacation shall be 
counted as vacation earned and taken from the year in which the vacation began. 
9.3.3. Posting of Vacation Schedule: 
Not later than January I, the Police Chief shall post the vacation schedule for the 
succeeding vacation year. In preparing the vacation schedule, the Police Chief must 
observe the requirements of Sections 9.3.1 and 9.3.2 of this Agreement. If an employee 
has not requested all of his/her vacation time by entering it on the blank calendar as 
required by Section 9.3.1 of this Agreement or by being added to the vacation schedule 
after January 1 by the Police Chief at the employee's request. then not earlier than March 
1 the Police Chief shall indicate on the vacation schedule when he/she expects the 
employee to take his/her vacation. The employee shall take his/her vacation at that time 
unless he/she and the Police Chief agree on different time not less than one (1) month in 
advance of the scheduled time. 
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9.3.4.	 Emplovee ChanQ.e of Vacation Periou: 
After the vacation schedule has been posted, any employee may change his/her vacation 
to a different period if he/she meets the following requirements: 
( 1)	 the Police Chief consents to the change. 
(2)	 either the new vacation period is open or the employee who is scheduled for that 
vacation period consents to the change, and 
(3)	 the employee has given at least ten (10) working days' notice to the Police Chief 
that he/she desires to change his/her vacation period. 
9.3.5.	 Cancellation of Vacation Period: 
After the vacation schedule has been posted, the Police Chief (in an "emergency" as 
defined in Section 971 of the Unconsolidated Laws) may cancel an employee's scheJuleJ 
vacation period. if the needs of the Police Department, as determined by the Police Chief, 
require such a cancellation. The Police Chief shall give the affected employee as much 
notice as is practicable of such a cancellation. If the Police Chief elects to cancel an 
employee's vacation period pursuant to this Section, the employee shall have the option 
of selecting another open vacation period or of foregoing his/her vacation and accepting 
pay in lieu thereof pursuant to Section 9.2.2 of this Agreement. 
9.3.6	 Vacation Days 
An employee will be allowed to use his/her vacation either in part or in whole by using 
earned vacation by Jay or days if so desired. Vacation days(s) will be applied for as a 
holiday would be, in accordance with Section 8.2.2 of this agreement. Full weeks 
vacation take preference over any partial weeks or days of vacation. Before applying for 
a vacation day(s) an employee must first use hislher three (3) required holidays in 
accordance with Section 8.2.3 of this agreement. 
ARTICLE 10. SICK LEAVE 
Section 10.1 Purpose of Sick Leave 
10.1.1. Basic Purpose: 
The purpose of sick leave with pay is to afford an employee a degree of protection 
against the loss of pay which he/she would otherwise incur because of absence from 
his/her position by reason of an injury or disease other than an occupational injury or 
disease. Sick leave with pay is not to be granted for any other purpose except as this 
Article 10 says otherwise. Interpretations of the provisions of this Article 10 must be 
consistent with the principles expressed in this Section. 
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10.1.:2. Quarantine: 
Sick leave with pay shall be granted for absencc resulting from an employee's huving 
been isolated or quarantined as a result of exposure to a communicable diseasc even 
though the employee has not himself contracted the disease. 
10.1.3. Medical. Dental or Ocular Treatment: 
Sick leave with pay shall be granted for medical, dental or ocular treatment which cannot 
be scheduled olltside of an employee's regular working hours. 
10.1.4. Familv llJness: 
An employee may use up to seven days of his/her accumulated sick leave credits in any 
single fiscal year of the Employer when his!11cr rel<ltivc is ill and the employee is needed 
to attend or assist the relative, should the Chief of Police or his/her designee determine 
and have reasonable cause to believe that the employee is abusing his/her privilege while 
taking days olT for family illness an appropriate doctor's certificate may be required 
before granting his/her next request for a family illness. Subject to the complete 
discretion of the ChieC an employee may use five (5) days of his/her accumulated 
vacation, holiday time, or compensatory leave to attend to the needs of a ill relative and if 
the employee has done so or has no such leave available, the employee may, subject to 
the complete discretion of the Chiet: take an additional five (5) days of his/her 
accumulated sick leave in any fiscal year to attend to the needs of a ill relative. For the 
purposes of this provision, a "relative" is either: 
(I)	 a spouse, child, stepchild, sibling, parent, mother-in-law, or father-in-law who 
resides in the employee's home, or 
(2)	 a spouse, child, stepchild under 18 (or under 25, if the stepchild is in college), or 
parent who does not reside in the employee's home. 
Section	 10.2 Sick Leave Credits 
10.2.1. Credits Earned: 
For each month of service for the Employer. an employee shall be credited for one and 
one-quarter (l 1;4) days of sick leave credit. For purpose of this Section, a "month of 
service" is a month in which an employee has been employed by the Employer for at 
least one (I) full pay period. 
10.2.2. Credit Accumulation: 
Sick leave credits may be accumulated up to a maximum of one-hundred and eighty 
(180) days. Such accumulation shall include sick leave credits accumulated by an 
employee prior to the effective date of this Agreement. 
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10.1.3. Tcnnination: 
upon the tem1ination or an employee for any reason. his/her sick leave credits must be 
canceled. except as otherwise provided in Section 12.3.1 of this Agreement. 
,Section 10.3 Qualifications for Sick Leave 
10.3.1. Qualifications Must be Met: 
To be granted sick leave with pay, an employee must mcet each of the qualifications set 
forth in this Section 10.3. 
10.3.2. Sick Leave Application Form: 
An employee must apply for sick leave pay on the "Sick Leavc Application" fom1 set 
forth in Appendix C of this Agreement. All information required by the fOm1 must be 
accurately supplied by the employee. It: by reOoson of his/her illness or injury. an 
employee is unable to submit the form, it may be submitted by: 
(1)	 the employee's spouse, parent. or an adult resident in thc employee's home. or 
(2)	 an officer or employee of the Employer (designated by the Employer for this 
purpose) based on infonnation supplied by the employee's attending physician. 
When the employee returns to work. he/she must sign the form. 
10.3.3. Accumulated Credits: 
An employee must have accumulated sick leave credits which equal or exceed the 
number of days for which sick leave pay has been requested. 
10.3.4. Notice of Absence: 
An employee must have given notice of his/her absence because of sickness to his/her 
immediate supervisor (or a superior a f his/her immediate supervisor) prior to the 
employee's regular starting time on the first (1 51) day of absence for which sick leave pay 
is requested, or the employee must have had someone give such notice for him/her if it is 
not reasonably practicable for him/her to give such notice; provided, however, that the 
foregoing notice requirement shall be waived if an emergency prevents the giving of 
notice. 
10.3.5. Medical Certificate: 
An employee is required to furnish a medical certificate for an absence which exceeds 
three working days. For an absence of three working days or less, the employee's 
immediate supervisor (or a superior of his/her immediate supervisor) may require a 
- 34 ­
medical certi lIcate to be furnished if the employee is suspected of having abused the sick 
leave provisions of this Agreement. 
10.3.6. Requirements of Medical Certificate: 
To meet the requirements of Section] 0.3.5. a medical certificate must: 
(I)	 be signed by a person licensed to practice medicine. 
(2)	 describe brielly the nature of the disease or injury which resulted In the 
employee's absence, 
(3)	 state the date or dates on which the person signing the certificate treated the 
employee for the disease or injury which resulted in the employee's absence, and 
(4) state that the employee is tit to resume the duties of his/her position. 
Section] 0.4 Disqualification tor Sick Leave 
]0.4.]. Abuse of Sick Leave: 
Any abuse of sick leave may result in reprimand. disciplinary action set forth in Section 
5.5.4 of this Agreement, or dismissal. 
10.4.2. Gainful Employment: 
If an employee engages in gainful employment while on sick leave, he/she may be 
subjected to reprimand. disciplinary action set forth in Section 55.4 of this Agreement. or 
dismissal. 
10.4.3. False Information: 
If an employee knowingly falsifies hislher "Sick Leave Application" tOnTI, or if he/she 
furnishes, causes to be furnished, or acquiesces in the furnishing of false intormation for 
hislher "Sick Leave Application" fonn or a medical certificate, he/she may be subjected 
to reprimand. disciplinary action set forth in Section 5.5.4 of this Agreement, or 
dismissal. 
10.4.4. Repeated Absence: 
If an employee is repc:ltedly absent because of non-occupational illness or injury which 
seriously affects the efficient perfonnance of the duties assigned to the employee's 
position, he/she may be required by the Employer to take a physical examination which 
shall be given by a doctor selected and paid by the Employer who shall determine 
whether the employee is able to efficiently perfonn the duties assigned to the employee's 
position. 
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ART1CLE 11. LEAVES OF ABSENCE
 
Section 11.1 Leavcs of Absence With Pay 
11.1.1. Union Meetim~s: 
The Employer will grant leave of absence without loss of pay to an employee designated 
by the Union to attend or national conferences, seminars, leadership schools or other 
legitimate Union business (other than attendance at arbitration or court proceedings 
involving this Agreement) sponsored by the Union or an affiliate of the Union, provided: 
( I )	 no more than two employees are on leave for this purpose at the same time and no 
more than one employee from a platoon is on leave for this purpose at one time: 
(2)	 not later than one (l) month in advance of the first day of the requested leave, the 
Union has given otlicial notice of the name of the employee so designated, the 
beginning and ending dates of the requested leave, and the specified purpose of 
the requested leave; and 
(3)	 not more than a total of ten (10) days of leave (whether granted to one employee 
or more thell one employee) for this purpose will be grantcd during any year of 
this Agreement. 
11.1.2. 11.1.2 Occupationallniurv: 
An employee, who is injured in the performance of his/her duties or who is taken sick as 
the result of the performance of hislher duties, shall be entitled to the benefits of Section 
207-c ortllc General Municipal Law. 
11.1.3. Funeral: 
The Employer will grant funeral leave of absence without loss of pay to an employee, 
provided: 
(1)	 there is a death in the employee's "immediate family" (i.e., employee's spouse, 
child, parent, sister, brother, grandparent, father-in-law, mother-in-law, or a 
relative resident in the employee's horne) in which case a leave not exceeding four 
(4) working days shall be granted within one (1) week of the death, as leave with 
pay; 
(2)	 if the death is an employees step-child, brother-in-law, sister-in-law or half 
brothers or sisters the employee will be granted two (2) days off within two (2) 
days of the funeral as leave with pay; 
(3)	 the employee's blood relative (other than a relative described in subparagraph (1) 
above) dies in which case a leave of one (1) day will be granted on the day of the 
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relative's funeral if the employee is regularly sclleJuleJ to work on that day. 
Blood relative shall nlso include those blood relatives of the employee's spouse.: 
(4)	 the employee is to be a pall bearer at a funeral (other than a funeral covered by 
subparagraphs (a) or (b) above) which is to take place on a day when the 
employee is regularly scheduled to work, in which case the employee shall be 
given sufficient time 011 to serve as pallbearer but he/she shall work the balance 
of his/her shift. 
(5)	 In all the foregoing cases, the employee attends the funeral. 
(6)	 If the Police Chief so requests, an employee must furnish a copy of the obituary of 
the deceased whose funeral the employee attended. 
II.IA. Ordered Military Dutv: 
An employee, who is engaged in the performance of ordered military duty required by 
state or federal law, shall be entitled to the benefits of Section 242 of the Military Law. 
II. ] .5. Quarantine: 
If an employee is quarantined as a result of exposure to a communicable disease while 
he/she is performing his/her assigned duties, upon presentation of a doctor's certificate to 
that effect he/she shall be granted a leave of absence with pay for the duration of his/her' 
quarantine period. Such leave shall not be charged as sick leave. 
11.1.6. 11.1.6 Excused One Dav Absence: 
In accordance with present practice, the Police Chief may excuse an employee for one 
work day without loss of pay. 
Section 1].2 Leaves of Absence Without Pav 
] 1.2.1 . Education: 
Upon written request submitted not later than thirty (30) calendar days prior to the first 
(1 51) day of the proposed leave, an employee may be granted leave of absence without 
pay, not to exceed two (2) years. for the purpose 0 f attending school on a full-time basis, 
provided that the Cummon Council. on recommendation of the Police Chief determines 
that: 
(1)	 the course or courses of study to be pursued by the employee will be of benefit in 
the performance of hislher duties or the duties of some other position which the 
employee might reasonably be expected to fiIJ, and 
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(2) the needs of the Police Department rcasonably permit the employee's absence. 
I 1.2.2. Compcllinl!. Personal Reasons: 
Upon written request submitted not later than thirty (30) calendar days prior to the first 
(I Sl) day of the proposed leave, an employee may be granted leave of absence without 
pay, not to exceed one (I) year. for compelling personal reasons (other than cngaging in 
gainful employment), provided that the Common Council on recommendation of the 
Police Chief, reasonably permit the employee's absence. The Common Council may 
waive the thirty (30) day requirement. 
ARTICLE 12. BENEFITS 
Section 12.1 Death Benefits 
12. J. J. § 208-b General Municipal Law: 
The Employer shall continue its present practice of providing a death benefit pursuant to, 
and subject to the conditions of~ Section 208-b of the General Municipal Law. 
Section 12.2 Insurance 
12.2.1. Health Insurance: 
The Employer shall provide for each employee single, double, or family coverage 
(whichever the employee is eligible for and selects) under (1) Community Blue Original 
(HMO - 202) with contraceptives and rider providing dependent coverage to age 19 or 25 
for students and extended medical care rider; or (2) Community Blue Advantage (HMO ­
202 Plus) with contraceptives and rider providing dependent coverage to age 19 or 25 for 
students and extended medical care rider. 
12.2.2. Plan Changes: 
If a type of medical coverage specified in this contract, including any rider or co­
payment, is no longer made available to the Employer by the health insurance plan, the 
Employer will provide those specified coverages that are still available from the plan, if 
any, and will provide the level coverage that is available from the plan that is closest to 
the level of specified coverage no longer available. This Section will apply only when 
the plan makes a change in the medical coverage. In addition, before implementing a 
changc under this Section, the City will notify the Union sixty (60) days in advance of 
any change and discuss the circumstances with the Union. 
- 38 ­
1~.2.3. Employee Premium Contribution: 
The employee' s monthly contribution to the cost of his/her medical insurance selected 
under Section 12.2.1 will be in accordance with the following schedule for all employees 
hired before June 1.2003 and shall be deducted through payroll deduction bimonthly: 
-~ 
2009-20 I0 2007-2008r008-2009
---J 
I 
;'AMILY $100.00 S120.00 $120.00 
PERSON 
\ 
75rr
I 
90.00 I 90.00I 
I.NGLE_I 40.00 55.00 I 55.00 
The employer's contribution for an employee hired, or laterally appointed trom outside 
the department into the Command Unit, on or after June I. 2003 but before June I, 2007 
will be ninety percent (90%) of the least expensive coverage available under Section 
12.2.1 and the employee will pay the remaining bahmce for the coverage selected by the 
employee through payroll deduction. 
The employer's contribution for an employee hired. or laterally appointed from outside 
the department into the Command Unit, on or after June 1, 2007 will be eighty-five 
percent (85%) of the least expensive coverage available under Section 12.2.1 and the 
employee wiIl pay the remaining balance for the coverage selected by the employee 
through payroll deduction. 
12.2A. Covera2e.of Spousal Emplovees: 
All other provisions of this Agreement C1pp::Jrently or actually to the contrary 
notwithstanding. the Employer shall have no obligation to provide health insurance 
coverage under two policies to two (2) employees of the City who are married to each 
other; rather, the Employer's sale obligation shall be to provide coverage to both of them 
under one policy which shall be in the name of whichever spouse the two (2) employees 
together designate in writing. 
12.2.5. Section 125 Plan: 
Effective January I, 1998, the Employer instituted a plan under the I.R.S. Code § I~5 for 
payment of uninsured or unreimbursed medical, dentaL vision, dependent child care 
expenses or other expenses as the employer and the Union may mutually agree upon. 
Such plan or plans will not allow employees to "roll-over" unused money to the next plan 
year and such money will inure to the Employer for ofl"sct of administrative costs. 
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12.2.6. Insurance 0Rt-Out: 
II' an employee eligible for the medical insurance offered in Section 12.1.1 elects not to 
take such insurance, he/she shall receive a payment equal to fifty percent (50%) of the 
least expensive current eligible HMO coverage for which the employee would be 
eligible. In order to qualify for this payment the employee must forego the coverage for 
an entire calendar year and must indicate his/her decision in writing to the City Auditor 
by December 15 of the calendar year before the calendar year in which he/she will forego 
coverage. 
( 1)	 The Employer will make payment of this amollnt under subparagraph (ell above to 
an eligible employee in four (4) equal amounts during the payroll periods for 
March I, June I, September 1. and December I, of the calendar year in which the 
employee has waived medical insurance. 
(2)	 An employee who makes an election to waive coverage available under Section 
12,1.1 may not thereafter elect such coverage for the calendar year that he/she has 
elected to waive such coverage unless since the beginning of the calendar year in 
which he/she has decided not to take coverage, the employee has married, the 
employee has been divorced, the employee's spouse or child has died, the 
employee has a new' dependent child through birth or adoption, or the employee's 
spouse has become ineligible for medical coverage through the spouse's employer 
provided the employee was receiving medical coverage through the spouse's 
employer during the calendar year in which the employee chose not to take the 
City'S coverage. 
(3)	 The Employer and the Union "vill not be liable for (lny claims. damages, or 
consequences that may result if an employee chooses this buy-out option 
including, but not limited to, claims, damages, or consequences resulting from the 
employee not having medical insurance during the period he/she has chosen not to 
take the Employer's coverage. 
12.2.7. !vledical Savin~s Account: 
Starting in fiscal year 2003-2004, the Employer will establish a Section 105(h) Medical 
Savings Plan and contribute three-hundred and fifty dollars ($350.00) per year for each 
employee. Any amounts unused at the end of the fiscal year will be carried to the next 
year for each employee. An employee who leaves service with the City will not receive 
MSA payments, but will be allowed to utilize any amounts remaining in the employee's 
acconnt for any purpose allowed by the Plan for a period of ten (10) years or until the 
amounts are depleted. 
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Section 12.3 Retirement 
12.3.1. Pension Plan: 
Pursuant to the below-cited provisions of the Retirement and Social Security La\v. the 
Employer shall make available to and pay for one oC the following pension plans for each 
employee: 
(1)	 Section 384 plan, or 
(2)	 Section 375-c plan, or 
(3)	 Section 375-g plan, or 
(4)	 Section 375-i plan, or 
(5)	 Set:tiull 384-J plan; ploviJed, ho'Wever, if an employee is not enrolled in the 
Section 384-d plan, the Employer shall pay to that employee's Simplified 
Employee Pension Plan if it is lawful for the Employer to do so, an amount equal 
to the difference between the amount which the Employer would have to pay to 
the State if the employee were enrolled in the Section 3S4-d plan and the amount 
the Employer actually pays to the State for the plan in which the employee is 
enrolled if the payment for that plan is lower than the Section 384-d plan 
payment. Such payment to the employee's Simplified Employee Pension Plan 
shall be made on the same dates that the Employer makes payments to the State 
for the plan in which the employee is enrolled and shall terminate when the 
Employer would no longer be obliged to make a contribution to the Section 384-d 
plan if the employee were enrolled in that plan. 
An employee may choose one of the above plans for which he/she is eligible. The 
Employer shall also continue to provide and pay for additional pension coverages 111 
accordance with the provisions of Section 302-d and Section 360-b of the said Law. 
12.3.2. Unused Sick Leave: 
This Section applies only to employees who began work prior to June 1, 1977. When an 
employee retires, he/she shall be paid one (1) day's pay for each 1'1.111 day of unused sick 
leave credits which he/she then has accumulated, but in any case not to exceed one ­
hundred and sixty-five (65) such credits. When an employee dies while still employed 
with the Employer, his/her estate shall be paid one (I) day's pay for each full day of 
unused sick leave credits which the employee had accumulated as of the day of his/her 
death, but in any case not to exceed one-hundred and sixty-five (165) such credits. For 
purposes of this Section, "one day's pay" means the employee's annual salary at the time 
divided by two-hundred and sixty (260). As llsed in this Section, the word "retirees" 
means	 that an employee is receiving retirement benefits pursuant to one 0) of the 
pension plan options itemized in Section 12.3.1. 
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Section 12.4 Uniforms and Equipment 
12.4.1. Uniforms Provided: 
The Employer shall provide to each present employee all required unifoml items. The 
Employer shall provide to each nev,,' employee appointed thereafter all required uniform 
items. AJi uniforms will be standardized and same worn by all employees as set by the 
Chief of Police. All required items will be purchased by the employer and then 
maintained and replaced by the employee through use of the uniform allowance. 
12.4.2. l Jniform Allowance: 
Each employee who has at least one ye:.n of continuous service shall be credited with the 
sum of five-hundred dollars ($500.00) per year (non-accumulative) to be used as 
necessary for the replacement and maintenance of required or optional uniform items. 
An employee who needs to replace a required or optional uniform item shall request a 
purchase order tor presentation to the vendor and the amount thereof shall be charged 
against the employee's five-hundred dollars ($500.00) uniform credit. Notwithstanding 
the foregoing, if an employee's replacement orders during a fiscal year exceed hislher 
uniform credit by less than ten dollars ($10.00), the excess shall be charged against 
his/her next year's unitoml credit, but any excess beyond ten dollars ($10.00) must be 
paid by the employee prior to the end of the fiscal year. If an employee's replacement 
orders during a fiscal year are less than hislher uniform credit, the balance up to a 
maximum of ten doHars ($10.00) shall be added to hislher next fiscal year's credit. 
J2.4.3. Equipment: 
The Employer shaH provide all required items of equipment. 
J 2.4.4. Return of Uniforms and Equipment: 
Upon termination of employment, an employee shall return all items of uniform and 
equipment. 
I .	 all City insignia to be removed from uniforms kept by retiring employee; 
employee will keep all clothing upon retirement; 
2.	 all items purchased with uniform allowance within the prior two (2) years before 
retirement/separation will be returned to the employer (excluding clothing). 
J2.4.5. Reimbursement: 
If there is no reimbursement, by reason of court order or otherwise, from the person 
responsible for the loss, damage or destruction or from other sources, the Employer will 
reimburse employees for the reasonable value of personal effects and clothing lost 
damaged or destroyed in the performance of duty. 
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12.4.0. Lists: 
On or before the execution date or this Agreement. the Police Chief shall furnish to the 
Union a written list showing all (i) required equipment items, (ii) a1l required uniform 
items, and (iii) all required and optional uniform items which may be purchased from the 
unifonn credit provided in Section 12.4.2 of this Agreement. The Police Chief shall give 
the Union a written notice of any subsequent change in such list. 
ARTICLE 13. MISCELLANEOUS 
Miscellaneous
- ""----,._---­
13.1.1. Discrimination: 
A party must not. in the application of the provisions of this Agreement or otherwise, 
unlawfully discriminate with respect to any fornler, present, or prospective employee 
because of such person's age. sex. marital status. race. color. creed, national origin or 
political afliliation. 
13 .1.2. Legal Counsel: 
The Employer shall provide legal counsel, mutually acceptable to the Employer and the 
employee concerned, to an employee who is a defendant of an action for false arrest or 
abuse of power arising out of the performance of the employee's duties. 
13.1.3. Partially Disabled Emplovees: 
The Employer shail make every reasonable effon to pennit an empioyee who is partially 
disabled to perform police work which he/she is capable of performing, provided that the 
employee is not eligible for retirement with a pension. 
13.1 .4. Christmas Club Deductions: 
The Employer shall continue to make Christmas Club deductions in accordance with 
present practice for each employee who submits a written request for such deduction to 
the Employer. 
13.J .5. Polvgraph Test: 
No employee shall be required or compelled to take a polygraph test. but this shall not 
preclude an employee from volunteering to do so. 
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13.1.6. Wearing Unif(xm or Insi1!nia OtT-Dutv: 
No employee shall \vear the department uniform or any pan thereof while off duty. nor 
wear or display the depaI1ment insignia on any off duty occasion. except while going to 
or from work or otherwise with the express permission of the Police Chief. 
13.1.7. )07-c Leave: 
Notwithstanding any other provision of this Agreement apparently or actually to the 
contrary, no employee who is being paid hislher salary or wages pursuant to Section 207 .. 
c of the General Municipal Law (or any successor thereto) shall be entitled to any other 
compensation or benefit from the Employer while he/she is being so paid but this shall 
not be interpreted to prohibit the accumulation by him/her of sick leave credits or of 
service for vacation purposes. (Examples: (1) An employee who has accumulated 110 
sick leave credits goes on 207-c leave for one (1) year. When he/she returns, he/she has 
one-hundred and twenty-live (125) credits hut he/she was not entitled to use sick leave or 
pay while on 207-c leave. (2) An employee with four (4) years service goes on 207-c 
le;:lVe for one (1) year. When he/she returns he/she is counted as having five (5) years 
service for vacation purposes so that he/she would get three (3) weeks vacation in the 
year after his/her return, but he/she was not entitled to vacation leave or pay while on 
207-c leave.) 
13.1.8. Outside Employment: 
Within one (I) week after this Agreement is signed, each employee shall report in writing 
on the form provided by the Employer to the Police Chief all outside employment he/she 
then holds. Thereafter, each employee shall report in writing on the form provided by the 
Employer to the Police Chief all prospective outside employment before he/she commits 
himself to accept it. No employee shall accept outside employment without tirst having 
obtained the permission of the Police Chief to do so; provided, however, that the Police 
Chief may not require an employee to give up outside employment which he/she holds as 
of May 31, 1982. The Police Chief shall make his/her decision known within five (5) 
days of the requesT. As used in this Section, "outside employment" means employment 
(whether for wages, salary, commission, fee, gratuity or otherwise) by any person, firm, 
corporation or entity other than the City of Olean Police Depm1ment. 
13.1.9. Family and Medical Leave Act: 
With respect to absence arising out of a single cause which could occasion leave both 
under provisions of this Agreement and under provisions of the Family and Medical 
Leave Act of 1993, it is agreed that the total amount of leave (or leaves where the 
absence is taken intermittently) shall not exceed the equivalent of twelve (12) weeks, 
unless the employee would be entitled to a longer time on leave under the provisions of 
this Agreement. 
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13.1.10. Li~ht Dutv: 
To be eligible for light duty, employees must supply a eertiticate from a physician stating 
that the employee has a medical condition that limits his/her ability to perform some, but 
not al L police duties. The Chief will determine whether Iight duty is available, subject to 
the needs of the department and designate these duties. Before beginning a light duty 
assignment the employee must supply a medical certificate that he/she is capable of 
performing these designated duties. The Chief may tenninate a light duty assignment if 
the Chief determines, in his/her sole discretion, that the city does not need the light duty 
to be perfonned or that the employee cannot perfonn the duties. Employees may not be 
on a light duty assignment for more than six (6) months in a t\\che (12) month period. 
Random Drug Testing for Illegal Drugs: 
I.	 PRECONDITIONS TO DRUG TESTING 
A)	 AJl employees in the bargaining unit must be provided information on what dmgs 
or substances are prohibited. prior to the implementation of this policy. 
B)	 Any drug testing policy. which is applied to the members of the bargaining unit, 
will be applied to all sworn personnel in the Command Unit of the Olean Police 
Local 967C and New York Stale Law Enforcement Officers Union, Council 82 of 
the AFSCME ALF-CIO, the Deputy Chief, and the Chief. 
C)	 The City shall select the MRO and notify the Union of ~he selection. 
D)	 Random drug testing shall be perfonned only as noted herein. 
E)	 The following drug testing methodology shall be used for any drug test performed 
on sworn personnel: 
1)	 Initial Test: The initial test shall use an immunoassay (EMIT) test as a 
screening test to rule out the presence of a controlled substance or its 
metabolite. Those samples which test positive shall be subject to 
confirmatory testing as described below. 
2)	 ConfirmatorY Testin!!: All specimens identified, as positive on the initial 
test shall be confinned using a Gas Chromatography/Mass Spectrometry 
("GC/MS") technique. Testing shall be conducted by a laboratory with 
National Institute on Drug Abuse ("NIDA") certification. All contirmed 
test results shall be referred to a Medical Review Officer ("MRO"), 
described below. If at any time there exists a test with a higher rate of 
reliability than the GC/MS test, as determined by the U.S. Dept. of Health 
and Human Services ("HHS"), such test if available locally shall be used 
in place of the GC/MS test if requested by the Union. 
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3)	 Cutoff Levels: The cutoff levels utilized by the U.S. Department of 
Health and Human Services (U.S.H.H.S.) shall be utilized for initial and 
confirmatory testing. Tested levels which fall below these cutoff levels 
shall be considered negative results. 
II.	 DEFINITIONS 
I)	 Test - refers to an on duty drug test. 
2)	 Urine Test - A urine sample submitted to a laboratory for testing. 
3)	 Collection Site - A place selected by the City where employees present 
themselves for the purpose of providing a specimen of their urine to be 
analyzed for the presence of drugs. 
4)	 Medical Review Officer (MRO) - A licensed physician responsible for 
receiving laboratory results generated by the City's testing program who 
has knowledge of substance abuse disorders and has appropriate medical 
training to interpret and evaluate an individual's positive test result 
together with his/her or her medical history and any other relevant 
biomedical infonnation. 
5)	 Positive Test Result - A test result that shows evidence of a drug, drug 
metabolite, in a person's system, without a valid medical explanation, at or 
above the cutoff level assigned to that substance as reviewed by the 
M.R.O. 
6)	 H.ehabilitation - Treatment of a drug abuse problem, including counseling 
and monitoring from providers. 
7)	 Treatment - A therapeutic residential or outpatient program for 
employees with drug abuse problems. 
8)	 Immediate Discharge - or immediate discharge withoul recourse implies 
no review through the grievance/arbitration procedure of the collective 
bargaining agreement between the Union and the City. 
III.	 PROHIBITED SUBSTANCES 
The Department may test for the presence of any of the following substances: marijuana. 
cocaine. opiates (e.g., heroin, morphine), amphetamines and phencyclidine CPCP'"). 
IV.	 INDIVIDUALS SUBJECT TO DRUG TESTING AND TESTING 
CIRCUMSTANCES 
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Sworn personnel in the Command Unit may be subject to drug testing under the 
following circumstances: 
A)	 Except in the First year, tall personnel may be subjected to random urinalysis tests 
at any time \vhile on duty, but not more than twice in any calendar year (January I 
- December 31 ) unless: 
I)	 The employee was involved in an accident. 
2)	 The Chief has reasonable suspicion to believe that the employee has used 
drugs. 
3)	 The testing is part of the post-rehabilitation follo'vv-up. 
B)	 The City will test all the employees covered under the provisions of this policy 
during the first (151) year 0 f testing. 
C)	 The selection of any employee for random testing shall not prevent any other or 
further testing for that employee as provided in this policy. 
D)	 For random testing in either Group Assignment A or B, an individual's name shall 
be withdrawn from testing for any of the following reasons: hospitalization. 
layoff, vacation, approved personal leave or any other absence but may be 
required to be tested upon their return. 
E)	 Other Testing Circumstances: 
1)	 Post-Accident: Personnel shall be tested \vhen: 
a.)	 Chief, hisfher designee, or commanding officer has reasonable 
suspicion that drugs were involved in the accident or to document 
that no drugs were involved. 
2)	 Post-Rehabilitative/Follow-up: Employees who are returned to work 
following participation in a drug rehabilitation program shall be required, 
at the City's option, to submit to '"return to work" and "follow-up" drug 
test to ensure that they remain substance free for the following time 
period: Group Assignment A - four (4) years: Group Assignment B - two 
(2) years. Such testing shall be in addition to any other testing which may 
be required/authorized under this policy. 
F)	 Positive Test Results: Unless otherwise noted in this policy, a final positive test 
result shall result in immediate discharge. 
G)	 Reasonable Suspicion: An employee mav be tested where there exists a 
reasonable suspicion that the employee is under the influence of drugs as defined 
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under the provisions of this policy. The term "reasonable suspicion'" shall, for the 
purposes of this program. be defined as observed aberrant unusual on-duty 
behavior not immediately explained by caused other them that of drug use and/or 
the physical manifestations of drug use [example: drug paraphernalia, observed 
possession of drugs, etc.] A test may be conducted when: 
I)	 Observed by the employee"s immediate supervisor or higher-ranking 
officer. Such observations must be documented. 
2)	 The type of behavior observed and documented is a recognized and 
accepted symptom of intoxication or impairment because of the usc of 
drugs. 
These signs may be, but are not limited to: 
• difficulty in maintaining balance: 
• slurred speech: 
• abnormal or erratic behavior; 
• apparent inability to perfom1 assigned duties in a safe and satisfactory manner. 
Employees who are directed to submit to reasonable cause testing shall be 
relieved from all duties and placed on administrati ve leave of absence, with pay, 
pending the receipt of test results and the completion of any investigation 
conducted by the City. 
A positive reasonable suspicion testing will result in immediate discharge. 
v.	 TESTING AND TEST RESULTS 
A)	 Drug Testing Procedures: The following procedure shall be used whenever an 
employee is required to give a urine sample: 
1)	 A urine sample will be taken of the employee. The collection shall be 
done in such a manner as to protect the authenticity and reliability of the 
sample and the privacy of the individual. 
2)	 Immediately after the sample has been given, it will be divided into two 
(2) equal parts, provided at least forty-five (45) ml. have been provided. 
Each of the two (2) portions of the sample will be separately sealed, 
labeled and stored in a secure and refrigerated atmosphere. Both of the 
sealed samples will be sent or delivered to a testing laboratory. 
a.)	 In each instance of a drug test, a chain of custody procedure will be 
followed. This procedure is used to account for the integrity of 
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each urine specimen by tracking its handling and storage from 
point of specimen collection to final disposition of the specimen. 
b.)	 /\ chain of custody form will be used from the time of collection to 
receipt by the testing laboratory(s). Upon receipt by the 
laboratory(s), an appropriate laboratory chain of custody form 
accounting for the sample within the laboratory shall be used. 
3)	 A tamperproof sealing system designed in the manner such that the 
specimen bottle will be sealed against undetected opening and the bottle 
can be identified utilizing an identification number identical to that 
appearing on the urine custody and control form. Space shall be provided 
to initial the bottle, thereby aHirming its identity. 
4)	 Should the employee not be able to pass the required amount of urine. 
he/she/she shall remain at the collection center and follow all directives 
given by the collection site person until such time as forty-five (45) m!. of 
urine during hislher shift. he/she/she shall be referred to the City's 
designated physician who shall determine if such inability was 
purposefully done or medically unavoidable. If medically unavoidable. 
the employee shall be eligible for re-testing at any times designated by the 
Chief during a twelve (12) month period. 
B)	 Report and Review bv MRO: All positive drug test results shall be referred to an 
MRO who shall perform the following ta~ks: 
1)	 Review the chain of custody documents and test results for completeness 
and accuracy. 
2)	 Give the employee an opportunity to discuss the results. The MRO will 
call the employee via telephone and give the employee the opportunity to 
discuss the results. 
3)	 Ifthere appears to be no medical reason for the positi ve test result which is 
acceptable to the MRO, the test shall be verified as positive and the same 
reported to the Chief: the City'S EAP Coordinator. and the employee. 
4)	 Should the employee provide a medially acceptable explanation to the 
MRO, the MRO shall report the test as negative to the collection clinic, 
\vhich in turn shall report same to the Chief. 
C)	 Re-test procedures following positive drug test results: If the confirmatory test 
and medical review is positive for the presence of an illegal drug, the employee 
will be so notified and the employee and the Union will be provided with copies 
of all documents pertinent to the test sent to or from the employer by the 
laboratory. The second untested sample can be tested at the request of the 
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employee and/or Union by notifying the MRO who will make arrangemcnts after 
the testing. The employee. the Union and the City will be given a copy of the 
results. Should the second result be positive, the employee and Union waive any 
right to challenge the integrity of the chain of custody or the testing protocol for 
either sample. The employee or requesting party will be responsible for all costs. 
Should the second tests prove negative. the City will be responsible for al lab 
costs associated with the re-test. 
D)	 Specimen Integrity and Employee Conduct: Specimen collection will occur in a 
clinical setting and under strict procedures so as to avoid specimen tampering. 
Careful chain of custody procedures shall be followed at all times. Any attempt 
to hinder collection procedures or to adulterate or substitute a urine sample will 
result in disqualification of an applicant and disciplinary charges against the 
employee and are-test. 
E)	 l'-Lel!ative Reasonable Suspicion Test Results: The Union shall immediately be 
provided a complete listing of all of its members who are selected either for the 
random or reasonable suspicion test. The Union may thereafter review any 
negative reasonable suspicion testing. Such review shall be through the contract's 
grievance and arbitration mechanism. Each such question should be initiated by 
the Union directly to the Chief. Should an arbitrator ultimately determine that 
there was bad taith on the part of the supervising officer who initiated the 
reasonable suspicion test, or that he/she otherwise acted in an arbitrary or 
capricious manner, the arbitrator may award the employee involved up to one­
day's pay at his/her regular straight time rate. 
F)	 Positive Test Results Procedures: For the purposes of this policy, unless 
otherwise stated, while the second untested sample is being tested, an employee 
may not be terminated or otherwise subjected to any disciplinary action for 
prohibited drug usage until the re-testing procedures are completed as defined and 
deemed a positive test by the M.R.O. 
G)	 Refusal to Submit to Test: Employees who fail or refuse to immediately appeJr 
for testing as directed shall be subject to the discipline procedures of the 
collective bargaining agreement. Such a failure to submit to a test will result in 
the suspension of the employee and thereafter he/she/she will be required to 
submit to a test within one (1) hour of the original request. A further failure to 
submit to this second test will result in discharge under the provisions of this 
policy. 
H)	 Emplovee RiQ.hts: Employees shall have a right to refuse a test above and beyond 
the requirements set forth in this agreement. 
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VI.	 EMPLOYEE ASSISTANCE AND REHABILITATION 
A)	 Emplovee Assistance: The City shall maintain an employee assistance program 
("EAP') It shall be the purpose of the EAP to: 
I)	 Educate employees about the dangers of substance abuse: 
2)	 Provide a resource for treatment of alcohol and drug abuse problems; 
3)	 Assist employees with a number of other services unrelated to substance 
abuse designed to aid in the identification. intenention, and resolution of 
personal problems. (e.g.. family, marital, financial, etc.) which negatively 
impact on the employee's employment with the Olean Police Department; 
4)	 Provide initial counseling, problem identification, short-term counseling, 
and referral if necessary, to a professional agency or person who can assist 
the employee to resolve his/her problem, and to offer follow-up support 
and monitoring. 
B)	 The services of the EAP shall be free to any employee up to the EAP contractual 
limits. The costs of any professional help to which the employee or immediate 
family member is referred, beyond the services of the EAP and what may not be 
covered by the employee's health insurance program, shall be the responsibility of 
the employee. 
C)	 Use of EAP services or any further professional help by an employee shall not 
preclude discipline for incompetence, misconduct or unsatisfactory job 
performance. Any discipline imposed shall be pursued in accordance with 
applicable provisions of the collective bargaining agreement. 
D)	 Confidentiality: Use of EAP services or further professional help shall be 
confidential except when confidentiality is waived by the employee as discussed 
below. EAP records shall be maintained separately by the EAP and shall not be 
included in personnel files. The EAP shall provide the City's EAP coordinator 
with statistical data only regarding the use of the program by City employees and 
members of their immediate families. 1n this regard, there shall be no names or 
reference of any type whatsoever that would enable any department official to 
identify any subject of the EAP program. 
E)	 Terms Pendim~ Onl!! Rehabilitation: While undergoing treatment in the Olean 
Police Department's approved program, the employee: 
I)	 Shall be relieved of duty, utilizing whatever leave time may be availahle 
in accordance with the collective bargaining agreement and/or the federal 
law. The employee shall be required to utilize all paid leave credits in the 
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following order: vacations. holidays. and compensatory time before 
utilizing paid sick leave. 
2)	 Retum to Light-Duty Following Rehabilitation: Employees may be 
returned to "light-duty" (contingent upon the availability of such an 
assignment) when: 
a.)	 They have successfully completed the required in/out-patient 
rehabilitation program, and 
b.)	 They have obtained a full release from the designated EAP 
counselor/physician. and 
c.)	 They continue the recommended/prescribed rehabilitation program 
as determined by the EAP. 
While on such light-duty, the employee may bc subject to regular and 
frequent urinalysis dmg testing. 
3)	 Retum to Full-Dutv: 
a.)	 The employee may not return to full-duty until he/she/she has 
satisfactorily completed the City-approved drug/substance abuse 
program and obtained a negative dmg urinalysis test result, and 
gained written clearance from the City's designated physician. 
b.)	 should the employee be returned to full-duty status, he/she/she 
shaH be piaced in Group Assignmenl A [or a period of [orly-eighl 
(48) months. 
VII.	 AMNESTY REHABILITATION PROGRAM 
A)	 Treatment/Rehabilitation Encouraged: Members of the Union bargaining unit 
who have a drug abuse or addiction problem arc hereby encouraged to seek 
treatment and rehabili tation under the City's EAP program. Participation in this 
program shall be without fear of any discipline or discharge penalties provided: 
1)	 Entry and participation in such treatment and rehabilitation must occur 
prior to employee selection for random drug testing or selection for 
reasonable suspicion or post-accident testing. 
2)	 An employee's refusal to participate in any material aspect of the subject 
EAP counseling/rehabilitation program or a failure to complete counseling 
and testing as may be required by the EAP, the referral agency, doctor, or 
counselor, shall be cause for termination from employment. 
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3)	 The employee must sign any and all releases and/or waivers so as to allow 
the City to ensure employee participation in the counseling/rehabilitation 
program. Information acquired by the City shall be viewcd by only those 
in a need to know status, and shall be filed separately from the employce's 
personnel file. In all other respects, the employee's right to confidentiality 
shal I be respected. 
4)	 Confirmed Positive Test Result: A posItIve drug test result and the 
MRO's confirmation of a positive drug test result following entry in 
and/or completion of any treatment/rehabilitation program shall result in 
the employee's discharge under the provisions of this pol icy. 
5)	 Awareness and Education Program: An Awareness and Education 
program will be in effect during the first three (3) months following the 
effective date of the agreement. and during this three (3) month period no 
drug testing under the provisions of this policy or until the EAP program 
is in effect shall be conducted. 
VIII.	 DRUG POLICY IS PART OF THE LABOR CONTRACT 
This Drug Policy was negotiated and agreed in June 2000 between the City of Olean and 
the Corrunand Unit of the Olean Police Local 967C and New York Council 82 of the 
ALF-CIO. By reference, it is made a part of the labor contract. 
13.1.12 Performance Evaluations 
At least once a year an employee will be evaluated on hislher performance by his/her 
immediate supervisor. Evaluation process and an appeal process will be one agreed to by 
both the Union and the Employer. Procedures and methods of evaluation (form included) 
and procedures to appeal a performance evaluation shall be annexed in this agreement 
bearing the signatures of both the Union and the Employer. Any changes to said 
procedures and methods shall only be done so in writing, and shall be a signed agreement 
by both the Union and the Employer. 
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SUBSCRIPTION 
IN WITNESS WHEREOF, the duly authorized representatives of the parties have 
executed this Agreement on j-- /(., - {- Z 
~TY OF OLEAN • 
0;. ~~-' 
Dan ca.•~ 
FOR THE COMMAND UNIT OF OLEAN POLICE 
LOCAL 967 AND NEW YORK STATE LAW 
ENFORCEMENT OFFICERS UNION, COUNCIL 82 
&/JA j >jTU~, &ZLk7'~~ 
UNIT ClhlRMA '../ 
~j ttJ,fj!'-­
141085 vI (30VIOI 1.DOC) 
/ 
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APPENDIX A 
GRIEVANCE FORM 
TO: , Police Department 
(2) Who is grieving: _ 
(3 ) What the Employer did or failed to do that the grievant(s) object to: 
-------------------------------­
(4) Sections(s) of the Agreement the foregoing act or failure to act violated: 
(5) Action the grievant(s) believe the Employer should take to remedy the foregoing 
situation: 
Grievant's signature * 
Signature of Unit Chainnan or Secretary 
Date: _ 
*Ifthere is more than one grievant, each must sign on the back of this fonn. 
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APPENDIX A - (reverse side) 
STEP 1 
~--
Date submitted: Date Answered: --~-
Police Chiefs Answer: 
Police Chiefs signature: _ 
This answer is: ~ satisfactory. __ not satisfactory. 
Signature of Unit Chainnan 
or Secretary: 
STEP 2
 
Date submitted: Step 2 ;Vleeting Date:
 
Date: Answered:
 
City'S Answer: 
Signed for the City by: _~_~ ~_~_~_ 
This answer is: __ satisfactory. _~_ not satisfactory. 
Signed for the Union by: _~__~_~ ~_~ _ 
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APPEl\DIX B 
REQUEST FOR DA Y OFF 11\ LIEU OF HOLIDAY 
( 1) 
(2) 
Employee's: 
Name 
Rank 
Day off requested: 
_ 
_ 
(3) 
Day of Week 
Date 
Day off requested in lieu of 
_ 
_ 
holiday. 
(4) Special reason, if any, for requesting the above day off: 
( ) Approved. 
Employee's signature 
( ) Disapproved. 
Police Chief's signature: 
_ 
_ 
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APPENDIX C
 
SICK LEAVE ApPLlC:HION 
(I) Employee's Name: _ 
Employec's department: _ 
(2) List days of ahsence: _ 
(3) Brieny dcscribe nature of illness:	 _ 
(4)	 [s medical certificate attached?
 
Yes No
 
Signature of person who filled out this application:	 _ 
Check one:	 ~_ employee 
~~ employee's spouse, parent or resident adult 
__ authorized City officer or employee 
Date application submitted: 
- I ­
---
-------------
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APPENDIX D 
RECORD OF SIIIFf SUBSTlTllTION 
(1)	 The following employee is scheduled to work on day: , date: 
. shift hours from: to
------	 ---- ~-----
Name	 Rank Platoon 
He/she requests the following employee substitute for himlher on the above­
specified shift: 
Name	 Rank Platoon 
(2)	 The signature of the requesting employee below" signifies that: (i) this request is 
made voluntarily, (ii) this request is made because of his/her desire or need to 
attend to personal matters and not because of the City's operations, and (iii) he/she 
will pay back the time traded before the end of the calendar year. 
(3)	 The signature of the substituting employee below signifies that: (i) he/she 
voluntarily agrees to the substitution, and (ii) he/she agrees that if the time traded 
is not paid back before the end of the calendar year he/she will have no further 
claim to such time. 
Requesting Employee's Signature:
 
Date and time signed:
 
Substituting Employee's Signature: _
 
Date and time signed: _
 
This request is approved.
 
Police Chiefs Signature: _
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Date and lime signed: _ 
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Memorandum of Agreement 
The parties agree effective 6/1 /03 that if an employee pays more then one co-pay 
for a 90-<.Ia: supply of a physician or pharmacist certitie<.l muintenance prescription <.Irug. the 
City will reimburse the employee the amount the employee paid in excess of what the employee 
would have pai<.l for one co-pay on a 90-da)' supply for :l maintenance prescription drug. To 
receive such reimbursement, the employee must submit to the auditor's otIice receipt sho\\ing 
the amount the employee paid for a 90-day supply. The reimbursement will be made no more 
than once to an employee every fiscal year quarter (3/1. 6/1. 9/1 an<.l 12/1). The City'S 
reimbursement will not come from the employees MSA. 
FOR THE UNION FOR THE CITY 
Dated Dated 
Dated Dated 
--------
--------
APPENDIX F 
OLLAN POLICE DEPARTMENT
 
GENERAL ORDER
 
Number:
 
Subject: Employee Perfonnance Evaluations
 
Effective:
 
1.	 PURPOSE: 
A.	 To establish a program designed to fairly evaluate all police onicers of the Olean Police 
Department below' the rank of Chief in personnel perfonnance for the bene1it of both 
management and the individual employee. 
II.	 OBJECTIVE 
A. To systematically evaluate and 
document the performance of every police officer (below the rank of Chicf) to insure that all 
officers maintain a level of competence consistent with the expectations of the department and to 
provide the necessary tools to assist in achieving that goal. 
Ill.	 PROCEDURE 
A.	 All police officers (below the rank of Chief) will be formally evaluated by their 
supervlsors. 
I.	 All patrolman and investigators will be jointly evaluated by their platoon or unit 
commanders. 
2.	 All sergeants will be evaluateu by their immediate supervisor (Lieutenant or 
Captain). 
3.	 Lieutenants and Captains will be evaluated by the Chief. 
Note - both platoon and unit supervisors will actively participate in the evaluation 
process to include written notations on employee performance throughout the 
evaluation period, filling out of the evaluation form, the typed narrative regarding the 
employee's performance and the confidential interview. The aforementioned 
notations, evaluation form and narrative shall be forwarded to the Chief for his 
approval. 
B.	 /\nmwl evaluations will be conducted on all police officers at the end of the calendar year 
and will be completed within one (l) month of the eval uation period. Probationary 
officers will be evaluated every six (6) months. Officers recelvmg a less than 
"satisbctory" rating will be evaluated every six (6) months. 
C.	 Upon completion of an evaluation. the officer and the rater(s) will review the 
performance evaluation together. Supervisors and employees are encouraged to use these 
meetings as opportunities for open, fnmk discussion concerning any and all aspects of the 
job which affect performance. The typed narrative should be read to and a copy given to 
--------
the Ofticer. The narrative is an excellent way to express \vritten appreciation for good 
performance and to also point out areas of perfonnance that needs to be improved on and 
methods for such improvement. At the conclusion of the interview the employee will be 
asked to sign the evaluation. The employee's signature does not necessarily indicate 
agreement \\-ith the evaluation, only that he has been interviewed and received a copy 
thereof. A copy of the evaluation and narrative wiII be given to the employee. The rating 
supervisor(s) will also sign the evaluation. A copy of the evaluation will then be given to 
the Chief for his approval and signature and then placed in the employee"s permanent 
personnel file. 
D.	 Appeals process - if an employee questions the accuracy of an evaluation report. they 
may contest it in the following manner: 
1.	 The employce must request a review of thcir evaluation in writing to the Chief 
wi thin tcn (10) working days a f the eval uation review. 
7	 The evaluation will he reviewed with the employee hy the Chier and another 
supervisor who did not take part in the evaluation. An employee may be 
represented in the appeals process only by a person designated by Council 82. 
3.	 The final decision of validity will be rendered by the Chief and if the rating is to 
be amended. a copy thereof will be placed in the employee's permanent personnel 
file. 
E.	 All supervisors conducting evaluation ratings shall receive instruction in the areas 0 f 
rating procedures and responsibilities. (training completed in February 2007 by Captain 
Ireland) 
Chief of Police 
OLEAN POLICE DEPARTMENT
 
PERFORMANCE EVALUArlON GUIDELlNES
 
The below listed guidelines are designed to assist the evaluating supervisor in accurately rating 
their subordinates. Each category listed on the perfonn::mce evaluation chart is listed belO\\; with 
a definition / explanation of the category. Each category is given an example explaining it as if 
the employee were perfonning it to the highest standard. The evaluating supervisor should judge 
whether the employee meets that high standard all of the time, almost always, sometimes, 
seldom or never. Accordingly, the rating supervisor would ratc that category with a Strong, 
Average or Weak or somewhere in between as explained on the evaluation fonn itself. 
Remember that the below explanations are examples and you cannot accurately evaluate an 
olTicer without referring to notes kept throughout the evaluation period and ;lIter giving much 
thought. 
PERSONAL CHARACTERISTICS-
Appeanmcc - officer maintains excellent appearance. shoes are always shined to a high gloss. 
The uniform should be neat. clean. tailored, and \vell groomed. The officer's leather. badges and 
other unifoml items should be clean and shined. This otlicer could be on the front cover of Galls 
magazme. 
Physical fitness - officer is in excellent shape, works out on a regular basis, and is healthy and 
strong. This officer would rate high on any physical fitness test and be able to run, lift. and 
perfonn any other physical activity needed on police related work. 
Maturity - ofticer is fully developed in thought, able to understand things and ideas, acts 
reasonably, and reacts like an adult regardless of the situation. The officer is able to think 
lhrough and accept difficult situations and does so before giving an inappropriate response. 
Common sense - officer always has good judgment, knows what to do and how to react in even 
the most difficult situations; he also knows his limitations and will ask if unsure of himself, has 
excellent judgment and intelligence. The officer detects and reacts quickly. 
Attitude - otlicer has a positive outlook regarding his work environment and surroundings even 
though things could be better, doesn't complain about tasks given to him/her that are unpleasant, 
realizes that things could be worse and that what others are complaining about are not that 
important. Believes that tomorrow will be a better day. 
Adaptability - this otTicer can handle any task professionally. He/she can give a tour of the 
station to a Boy Scout troop, be the quest speaker at a community function, investigate a suicide, 
give assistance to an elderly lady, or handle a crowd fighting outside a bar. This officer is very 
well rounded. 
Expressiveness/communication skills - officer is an excellent communicator whether talking on 
the phone, in person, in written form or on the police radio. He/she is also a good listener, 
communicates In a way that the receiver can understand. zmd communicates in a professional 
manner. 
Courtesy/diplomacy - although not exactly the same they usually go hand -in ~hand. 'Ihis 
officer exhibits polite behavior. shows thoughtfulness to others, opens a door for someone or 
offers them a chair while waiting. This officer shO\vs respect for others. treats others in a 
professional way. and has skill in dealing with people. 
Accepts constructive criticism - this ollicer realizes that what he is being told has a reason or to 
offer a better way to do something. He/she doesn't get upset. give an excuse as to how or why 
they acted: they realize that others muy know more or have a bettcr way or doing something. 
Once given a heller method- they use it. 
Integrity - the officer is willing to risk unpopularity in matters of principle, maintains high ideals 
to\vard professional responsibilities, is honest, sincere and exhibits uprightness. The officer 
ahvays does the right thing no matter how ditlicult and doesn't follow the crowd when he knows 
that their thoughts or actions arc wrong. 
DUTY PERFORMANCE 
Quality of written reports - whether written or typed they are always neat and complete. the 
report answers questions - who, what. why, where and when; the report indicates what action the 
officer took and what follow-up may be needed. The report is not just something a secretary 
could type, it shows police work was done and a judge, DA or other interested party would be 
able to fully understand what has occurred from reading it, it should be a good reflection on the, 
officer and department. 
Follows policy/directives - knows and follows agency policy and directives, officer's policy 
book is in order and up to date. Seldom if ever does the officer have to be reminded to take 
hislher weapon off before fingerprinting or going in the cell block area with a prisoner present. 
Memos posted by the Chief and other supervisors are followed. 
Initiative - takes steps to get the job done without being told, is ready and has the ability to be 
the one to start something. This officer actively patrols areas where problems are frequent, 
makes arrest for problem type offenses, checks likely places for stolen vehicles or mISSIng 
persons, and follows lip on cases as much as possible. 
Reliability - an ot1icer who is trustworthy and dependable, always docs his/her work 
responsibility: this otlicer can safely be trusted and counted on to do or be what is expected. If 
asked to protect a crime scene or handle any other cal!. this officer will do the job to the best of 
their ability with little or no supervision. 
Punctual ity - comes to work every day early enough to get geared up and read the daily reports 
before the start of the shift and is ready for a call a few minutes prior to the start of his shift. If 
assigned to be at a specific location for an assignment. you can count on the of!icer to be there on 
time ifnot a few minutes early. This ofticer is seldom ifever late. 
Use of sick time - uses little or no sick time and does not display a pattern \-,;hell llsing sick time. 
Evaluators must consider that the total days used in a year may not be a true indicator of abuse or 
lack thereof. An officer who has used little to no sick time during their entire career may sustain 
a long term injury or illness and may have to use a lot of time before returning to \-vork. 
Quality of work - this ofiicer follows all task through to completion as can be reasonably 
expected to include: reports, investigations. searching for missing persons. cleaning of police 
vehicles and any other assigned task. lie/she takes painstaking steps to do a complete job to the 
best of their ability. 
Quantity of work - this area can somewhat be judged by reviewing the officer's monthly activity 
sheet: solid activity in almost all areas indicates the officer is observant for all offenses and is 
making self-initiated arrest. An officer's arrest total may be lower than usual due to follow-up 
investigations. An overall rcvie\\' of the total activity for the entire rating period should be a 
good indicator of the officer's activity. 
Overall jub knowledge - the officer has a good grasp of police work in general. exhibits good 
patrol tactics, understands the differcnt laws (Penal, CPL, V&T, etc) along with department 
policy and has the ability to handle almost any situation. 
Interpersonal skills - is able to get along with, communicate well with. display appropriate 
behavior toward, and interact well with others. The officer is at ease with all, is courteous, 
friendly and empathetic. Consider the aforementioned when the otlicer is dealing with the 
public, fellow otlicers, and supcriors. 
INVESTIGATORS 
Interview / interrogation skills - always uses proper questioning techniques, establishes rapport 
with all victims and witnesses, controls interrogations of even the most difficult suspects, and 
other obtains useful information from them. The ofiicer understands and provides Miranda 
warning when required and is skilled with varying techniques to fit the situation or individuaL 
He/she takes written or oral statements, which include relevant facts that cover the elements of 
the offense. 
Case management / case load management - demonstrates exceptional skill at enhancing cases 
by developing partnerships with support units and outside agencies, demonstrates exceptional 
use and knowledge of computer systems and lab services, mentors others in effective case 
management, demonstrates exceptional ability in prioritizing workload and assists other 
investigators with their cases. 
KnowleL!ge of NYS la'vvs and case law -- keeps updated, understands and applies NYS laws: 
understands case law and applies that knowledge in normal or unusual criminal activity and is a 
resource for other investigators. 
Crime Scene / evidence handling ability - recognizes, protects and maintains crime scene: knows 
how to collect. tag. log. and submit evidence properly; readily recognizes evidence and how it 
pertains to the crime; investigations are thorough and complete which result in convictions. 
SUPERVISORY CAPABILITIES (sergeants & above) 
How well does he/she 
Delegate - assigns as many tasks as possible dO\VTI\vard to others that are capable: understanL!s 
that in delegating to others it leaves time for the supervisor to assist his superior with other tasks 
such as developing policy/procedure. training ami other like functions. This supervisor 
understands that delegating to his/her subordinates is helping to develop ancl train them and that 
he must give them the authority and responsibility to carry Ollt their assignments. 
LeaL! - this supervisor \vill ahvays be on scene, especially in unusual or difficult situations to 
give guidance and direction to officers who may not be as experienced in handling the situation 
as he is. He is a good influence in persuading and showing others the proper way. He 
understands and appreciates that his/her subordinates appreciate good leadership ability. 
Plan/organize - has the ability and willingness to prepare for any task or event. His files, reports 
and required paperwork are in order. He/she can prepare every police related detail for an event 
and have a back-up plan ready if needed; things nm smoothly and with few problems for 
supervisors that plan well. 
Develop subordinates - takes every opportunity and uses every method available to train his/her 
subordinates. This may be accomplished in the form of delegating tasks, in-service training and 
other schools sponsored by outside agencies; shift meetings where ideas, suggestions and 
concerns can openly be discussed, supporting the FTO program, patrolling with officers, 
observing their work and offering suggestions when necessary. 
Possesses command presence - physical appearance is exceptional, instills a great amount of 
respect from subordinates, demonstrates exceptional calmness under pressure, is confident 
without being anogant. controls temper, takes command as necessary, sets an example, 
demonstrates leadership ability, actions ami demeanor cause others to be confident in his/her 
ability. 
Inspectional duties - regularly checks and approves police related reports, reviews patrol activity 
reports, observes subordinates in their work to ensure policies and directives are being followed, 
completes and checks on any other tasks that may be assigned to his/her by their superior, 
maintains records of employee's performance. submits objective, comprehensive and thorough 
employee evaluations. In general. supervises to ensure that departmental standards of 
performance and procedures are being met. 
Disciplinrtry control - makes proper use of positive and negative discipline. takes corrective 
action. admonishes in private \v'hen appropriate, reprimands effectively, understands the concepts 
and reasons for discipline, has knowledge of the department's disciplinary process, understands 
employee rights as related to the disciplinary process, is aware of progressive discipline. 
discipline uniformly applied to all subordinates. Always makes effective use of discipline. uses 
discipline as an opportunity to develop the employee. and is fair to all subordinates. 
Tactical scene management - responds to the scene or a t~H.::tical situation or other incident and 
fonnulates a plan. establishes perimeters as needed. establishes a command post and staging 
area. uses etTective orders for a tactical situation, controls radio traffic. makes proper 
notifications, understands and uses the incident command system. 
Responsibility to staff & department - facilitates infonnation flow within assigned unit and 
between units. keeps immediate superior properly informed. notifies appropriate support 
personnel when necessary, notifies relief of all relevant information, receives and acts upon 
employee grievances. investigates internal and external complaints. 
POTENTIAL FOR INCREASED RESPONSIBILITY 
This officer demonstrates that he/she has excellent ovemlljob knowledge and is willing to go the 
extra mile for the department by taking on extra tasks. These extra tasks may be assignments 
that the officer has volunteered to do w-ithin the unit to assist the supervisor or they may be 
members of an established unit such ERT, community policies, tirearms instructor, etc. 
---
------------
OLEAN POLICE DEPARTMFNT 
PERFORMANCE LVALUATION 
Check one:
 
Annual __ Probationary ~_ Other(srcciry) __
 
Raling period to
 
Name Rank
 
Rate all categories on the left side with either S for Strong, A for Average or W for weak. You 
may use a plus or minus sign after the S. A or W to indicate a level just above or below that 
rating. (e.g. A(+) would indicate the onicer is above a\'(~ragc in a specific area and A(-) woulu 
indicate below average but not weak in a specific area. After completing all areas on the len side 
that are listed under a specific section, e.g. Personal Characteristics. check the area to the right 
side that indicates the 0 fficer" s overall performance in that area. 
1. PERSONAL CHARACTERlSTICS 
__ Appearance _ Outstanding 
Physical fitness Excellent 
Maturity _ Satisfactory 
Common sense _ Needs Improvement 
Attitude Unsatisfactory 
__ Adaptability 
_ Expressiveness/communication skills 
_ COUl1esy/diplomacy 
_ Accepts constructive criticism 
Integrity 
2. DUTY PERFORMANCE 
_ Quality of written reports _ Outstanding 
_ Follows policy/directives Excellent 
Initiati ve _ Satisfactory 
_ Reliability _ Needs Improvement 
_ Punctuality ___ Unsatisfactory 
Use of sick time 
_ Care/use of equipment 
Quality of work 
_ Quantity of work 
_ Overall job knowleoge 
Interpersonal skills 
3.	 INVESTIGATORS 
Interviewlinterrogation skills Outstandi ng 
Case manag.ement Excellent 
_ Kno\vledge of Pcnal/CPL & case Ia\v Satisf~lCtory 
_ Crime sceJ1(~/evidence handling abilities 
__ Needs Improvement 
Unsatisfactory 
4.	 SUPERVISORY CAPAI3ILITIES 
(sergeants & above) 
__ Delegate Outstanding 
Lead Excellent 
___ Plan/organize Satisf~lctory 
Develop subordinates 
Possess command presence 
_ Inspectional duties 
__ Disciplinary control 
_ Tactical scene management 
_ Responsibility to st<lff & department 
_ Needs Improvement 
UnS<ltisfatory 
5. POTENTIAL FOR INCREASED RESPONSIBILITY 
__ Has adequate training and experience and has demonstrated potentia] for increased 
responsibilities. 
__ Has adequate training and experience but has not demonstrated potential for 
increased responsibility. 
_ Lacks adequate training and/or experience but !-4,s demonstrated potential for 
increased responsibility. 
_ Lacks adequate training and/or experience and h<ls not demonstrated potential for 
increased responsibility. 
6.	 OVERALL VALUE TO THE DEPARTMENT 
Outstanding 
Excellent 
Satisfactory 
Needs Improvement 
Unsatisfactory 
A TYPED WRITTEN NARRATIVE BY THE RATING SUPERVISOR(S) MUST
 
ACCOMPANY THIS PERFOJUv1ANCE EVALUATION.
 
Rating supervisor(s) / Date _
 
Employee's signature Date _
 
Employee's signature does not necessarily indicate agreement with this evaluation, but that they
 
have been interviewed, read and received a copy of.
 
Chief s signature Date _
 
OF OLEAN 
DAVID]. CARUCCI 
August 15, 2006 
Civil Service Commission 
Room 141 
Municipal Building 
Olean, NY 14760 
As of September 1, 2006, the Deputy Chief position in the Police Department will be eliminated, 
as this position has not been funded in the current budget. 
A"'---. 
David . Carucci 
Mayor 
DJC/jen 
CC: Chief Terry Schnell, Police Chief 
Kathy Krott, Payroll Clerk 
Common Council Members 
OLEAN MUNICIPAL BUDDING· 101 &sr STATE STREET. P.O. Box 668. O.LEAN, NY 14760-6668
 
PHONE:. (716) 376-5615 • FAX: (716) 373-4906 • E·MAIL: DCARUCCI@CITYOFO.LEAN.ORG
 
WWW.CITYOFOLEAN.COM
 
MEMORANDUM OF AGREEMENT
 
BY AND BETWEEN the City of Olean ("City") and the Olean Police Command 
Unit, Locals 967c, New York State Law Enforcement Officers Union, Council 82, 
AFSCME, AFL-CIO ("Union")("parties"). 
WHEREAS, the parties have met and conferred regarding the current command 
staff structure of the City of Olean Polic~ Department, and 
WHEREAS, the parties agree that the current command staff structure in the 
Criminal Investigation Unit shall remain the same as it is, and that being; One 
Captain (in charge ofthe Criminal Investigation Unit), two (2) Sergeants (one of 
which will be assigned to the Criminal Unit Office, and the other assigned to the 
Juvenile Division Office), and 
WHE~AS,the parties have agreed that restructuring of the current Uniformed 
Command Staffof tile Olean Police Department would be better in that it would 
assist in obtaining a more effective and efficient operation, and 
WHEREAS, the parties have agreed that the most effective uniformed command 
staff IItructure for the Olean Police Department should be; One (1) Police Captain­
(in charge of entire uniform patrol division), two (2) uniform Lieutenants (one 
assigned to each platoon), three (3) uniform Sergeants (one assigned to each 
platoon), and 
WHEREAS, the parties have agreed to establish and agree to a defmitive 
understanding of such restructuring of the uniformed command staff, and 
WHEREAS, the parties have agreed, that said agreement and understanding will 
take effect January 1, 2009 and upon full execution of this Agreement and will 
remain in effect until negotiated otherwise. 
NOW THEREFORE, the parties herein agree as follows: 
1.	 That the restructuring of the unifonned command staff will take place over time 
as certain positions within the current command staff become vacant by the 
retiring/resigning or the separation of service, for any reason of the employee 
holding said positions. 
2.	 The comIn~'1d staff struct~e fer th~ u....niforrned patre! di'/lsion '.'-lOU!e! then be as 
follows: 
a. One Police Captain 
b. Two Police Lieutenants 
c. Three Police Sergeants 
3.	 Both parties recognize that effective January 1, 2009 the uniformed command
 
staff will consist oftwo (2) Captains and four (4) Sergeants and to begin the
 
restructuring process the following will take place as soon as practical:
 
a.	 The Captains will be assigned to the platoon oftheir 
choice as in accordance with the Collective 
Bargaining Agreement, reference shift bidding and 
one of these Captains will become in charge of the 
uniformed patrol division. 
b.	 A Sergeant will be assigned to each platoon in 
accordance with the Collective Bargaining 
Agreement, reference shift bidding . 
c.	 A Sergeant will be promoted to the rank of 
Lieutenant and assigned to the shift that is not 
covered by a Captain. 
4.	 Both parties agree that until one of the Captains positions within the uniformed 
patrol division becomes vacant as described in number one (#1) above of this 
agreement, any employee who holds the rank _of Lieutenant in the uniformed 
patrol division shall be paid the same base salary as a Captain listed in the 
collective bargaining agreement. 
5.	 Both parties agree that once there becomes one (1) Captain remaining in the 
uniformed command staff as a result of the reasons described in number one (#1) 
of this agreement, the base salary of the employee(s) holding the rank of 
Lieutenant shall be reduced back to that of a Lieutenant as described in the salary 
for such, listed in the Collective Bargaining Agreement. It is understood and 
agreed to by both parties that all other positions as Captains in the uniformed 
patrol division (with the exception of the one remaining) would be abolished, and 
the remaining Captain would become the Captain in charge of the Patrol 
Division. 
6.	 Both parties agree that effective January 1, 2009 a new salary would be added to 
the section of the Collective Bargaining Agreement dealing with Wages for a: 
Captain(designated as in charge of the Patrol Division) 
2009 
$64,331.51 
Above listed Salary of Captain (Designated as in charge of Patrol Division) 
shall begin January 1,2009. 
7.	 Both parties agree that because of the added responsibilities of the Captain in 
charge of the Patrol Division, hislher hours need to be flexible to accomplish the 
goals and objectives necessary to make the patrol division a more effective and 
efficient division. 
·.
 
The parties herein acknowledge that during the course of resolving this matter they 
were fully and fairly represented; that they had unlimited right and opportunity to 
propose the terms of this Agreement; that they knowingly and voluntarily entered 
into this Agreement, having read and fully understood its terms; and that aU 
understandings and agreements arrived at between the parties are fully set forth in 
this Agreement. 
This Agreement constitutes the entire agreement and understanding between the 
parties on the issue addressed herein and supersedes aU prior agreements or 
understandings, whether written or oral. The parties acknowledge that no 
representation, promise, inducement or statement of intention has been made by 
any party to this Agreement that is not embodied in this Agreement, and agree that 
no party shall be bound by, or liable for, any alleged representation, promise, 
inducement or statement of intention not set forth in this Agreement 
This Agreement shall not be modified except by a writing signed by all parties. 
IN WITNESS WHEREOF, the parties hereto have caused this Agreement to 
be executed on the dates shown by each of the signatures. 
FOR THE CITY OF OLEAN: 
DATE:I~ 
FOR THE UNION: 
DATE: l:l}c/O;r. 
~ } h~~-COmmand Unit 
DATE: --:..at~--L _ 
